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ABSTRACT
Political Strategies Used by Regional Occupational Program Superintendents to Work
Effectively With the Different Political Styles of Their Board Members:
A Sequential Explanatory Mixed Methods Study
by Maura E. Murabito
Purpose: The purpose of this sequential explanatory mixed methods study was to
identify the political styles of exemplary Regional Occupational Program superintendents
and school board members as perceived by Regional Occupational Program
superintendents. In addition, the purpose was to identify and explain the political
strategies exemplary Regional Occupational Program superintendents use to work with
the different political styles of school board members.
Methodology: In this sequential explanatory mixed methods study, both electronic
surveys and face-to-face interview data were collected from five exemplary ROP
superintendents and analyzed to identify the political strategies used to work successfully
with their boards of education. The framework from The Politically Intelligent Leader
(White, Harvey, & Fox, 2016) was used to identify different political styles. The surveys
provided basic demographic data of the superintendents and identified the political styles
of the superintendents and their board members. Next, the interviews provided a deeper
understanding of effective political strategies used by the exemplary ROP
superintendents.
Findings: The findings of this study revealed that exemplary ROP superintendents
understand the value of using political strategies to work effectively with their board
members. ROP superintendents differentiate strategies based on the board members’
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political style. The research showed that the strategy of continual communication as the
most effective for all political styles. Teaching and transparency were cited as strategies
that worked well for most political styles.
Conclusions: This study concluded that superintendents who understand their own
political style as well as those of their board members can implement a variety of
strategies to work more effectively with the different political styles of their board
members.
Recommendations: Further research is advised by replicating this study from the
perspective of school board members. Furthermore, it is recommended that this study be
expanded to include multicollege community college districts to examine the political
styles and strategies of their college board members and their presidents. In addition, it is
recommended that this study be replicated with other entities such as city government.
Finally, it is recommended that a single long-term case study be examined to further
delve into the political styles and strategies of an exemplary superintendent.
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PREFACE
Following discussions and considerations regarding the opportunity to study
superintendent and board member political styles in multiple types of school districts, 10
doctoral students, in collaboration with two faculty members, developed a common
interest in exploring the strategies exemplary superintendents use to work with the
different political styles of their board members. This resulted in a thematic study
conducted by a research team of 10 doctoral students. This explanatory sequential mixed
methods study was designed using the nine political styles identified in the political styles
framework from The Politically Intelligent Leader (White, Harvey, & Fox, 2016). Each
researcher administered a survey to five exemplary superintendents to identify their own
political style as well as the political styles of their board members. The researcher then
interviewed the same five superintendents who completed the survey to identify the
strategies they use with the different political styles and strategies that work with all
political styles. In order to ensure consistency and reliability across the thematic, the
team of researchers collaboratively developed the purpose statement, research questions,
definitions of terms, survey instrument, interview questions, and study procedures.
Throughout the study, the term peer researchers was used to refer to the
researchers who conducted the thematic study. My fellow doctoral students and peer
researchers studied exemplary superintendents with the following populations in
California school districts: Bradley D. Tooker, unified school district superintendents in
Northern California; Reggie Thompkins, unified superintendents in Southern California;
Jeffrey D. Tooker, high school superintendents; Roni Jones, rural superintendents in
Northern California; Regina Green, Latino superintendents; Susan Andreas-Bervel, small
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suburban elementary superintendents in Southern California; Tammy Blakely, suburban
unified superintendents in Southern California; Leisa Winston, female suburban
superintendents; and Chris Sinatra, small school district superintendents.
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CHAPTER I: INTRODUCTION
A core tenet of the United States’ public education system is local control
(Brierton, Graham, Tomal, & Wilhite, 2016). Local control usually consists of a school
board to develop policy and a superintendent to execute the work of the district
(California School Boards Association [CSBA], n.d.). Additionally, ever since school
districts became centralized organizations that reflected the economic and industrial
model of business, the role of school board members has been politically charged.
Superintendents report that they typically do not like to “play politics.” However,
research has shown that superintendents who have developed politically successful
relationships with their boards are linked to school improvement (Björk & Lindle, 2001;
Brierton et al., 2016; Larson, 2005).
The relationship between superintendents and their governing boards has
traditionally been highly political and learning how to navigate that relationship can
significantly impact the students, the community, and program achievement.
Historically, the working relationship between a superintendent and the board has been
an important factor in the success or failure of a superintendent. Keeping a positive
relationship and developing trust with the majority of board members can lead to
increased effectiveness and therefore a longer tenure (Björk & Lindle, 2001; Covey &
Merrill, 2006; Ford & Ihrke, 2016; Petersen & Fusarelli, 2001; White, Harvey, & Fox,
2016).
The reality of politics in the school district cannot be denied; the superintendent
and board relationship is the heart of the organizational politics, and this relationship has
intensified and become more complex over time (Björk & Lindle, 2001; Moody, 2011;
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Petersen & Fusarelli, 2001). Increased levels of accountability, lack of trust, changes in
community and school demographics, and varying personal agendas and power struggles
of board members have made the superintendent and school board relationship more
complicated and difficult than ever (Moody, 2011; Mountford, 2004; Petersen &
Fusarelli, 2001; White et al., 2016).
Petersen and Fusarelli (2001) suggested that because the relationship between the
board of education and the superintendent can impact many facets of school
administration including school performance, it is important for a superintendent to
discover ways to work with his or her school board to positively influence the districts
and the students. Better superintendent preparation, including understanding of political
dynamics and influences, could help superintendents increase their effectiveness in
building stronger, more productive relationships with their boards (Björk & Lindle, 2001;
Petersen & Fusarelli, 2001). More information is needed on the strategies used by
politically intelligent superintendents who have learned how to work within their political
realm to succeed in accomplishing the work of their district (White et al., 2016).
Background
It is well known that leading a school district today is demanding and difficult for
both superintendents and school board members. School boards and superintendents face
political pressure and criticism as they attempt to improve student achievement while
battling shrinking budgets, special interest groups, and aging facilities (Banicki & Pacha,
2011; Björk & Lindle, 2001; Bowers, 2016; Glass, Björk, & Brunner, 2000; Larson,
2005; Moody, 2011; Petersen & Fusarelli, 2001; Russell, 2014). Despite these
challenges, superintendents must accept the political aspect of their position and work

2

with their school boards to avoid or work through conflict, move their districts forward,
and improve student achievement. Those who succeed in navigating the political
landscape and build strong relationships with their school board appear to have longer
tenure and higher student achievement (Björk & Lindle, 2001; Grogan, 2000; Jackson,
2016; Muhammed, 2012; Russell, 2014; White et al., 2016). However, superintendents
are not typically taught how to acquire these skills or implement them either before or
while they are in their position (Aleman, 2002; Björk & Lindle, 2001; Connell, Cobia, &
Hodge, 2015). The study of political strategies of superintendents in working with their
board members can be a helpful and even necessary tool for district leaders wanting a
deeper understanding of how to manage and thrive in a school district’s political climate.
Theoretical Foundations
Conflict, trust, and power are consistently represented in the literature as themes
organized around superintendent success and superintendent and board relationships
(Anderson & Ackerman Anderson, 2010; Covey & Merrill, 2006; DeLuca, 1999;
English, 1992; Fairholm, 2009; Glass et al., 2000; Grissom, 2009; Grissom & Andersen,
2012; Harvey & Drolet, 2005; Hill & Jochim, 2018; Lencioni, 2002; Moody, 2011;
Mountford, 2004; Petersen & Fusarelli, 2001; White et al., 2016). Studying these
relationships through these foundational theories provides powerful insight into how
superintendents can explore strategies to improve their relationships and organizations.
Conflict
Conflict, if mishandled, can have a negative impact on superintendent and school
board relations (Boin, Hart, Stern, & Sundelius, 2017; Ford & Ihrke, 2016; Glass et al.,
2000; Grissom, 2009, 2012; Grissom & Andersen, 2012; Liu, Inlow, & Feng, 2014;
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Moody, 2011). However, conflict is not always negative; in fact, it is essential to
organizational growth, and leaders should accept it and allow room for conflict to
happen. Organizations need stress and conflict to grow and thrive; managing conflict and
considering the implications of it on the organization’s growth is a leader’s challenge.
Effective leaders manage conflict through principles that include questioning, finding
common ground, mutual motivation for resolutions, saving face, forgetting about
winning, and using an analysis system (Anderson & Ackerman Anderson, 2010; Harvey
& Drolet, 2005).
Trust Theory
In Lencioni’s (2002) Five Dysfunctions of a Team, trust is identified as the basic
foundation for an effective team. Harvey and Drolet (2005) asserted that trust is the
result of four specific actions that enable a leader to move the organization forward as a
cohesive team. The four tenets of a trusting relationship are interdependence,
consistency, honesty, and affability. White et al. (2016) outlined 10 strategies to build
trust, including show caring, demonstrate respect and interdependence, be responsive, be
transparent, create clarity, practice accountability, listen and ask questions, keep
commitments, extend trust, and be trustworthy. Covey and Merrill (2006) defined trust
as confidence in others, and “the one thing that changes everything” (p. 2). Leaders who
practice the trust principles reap rewards in the form of a unified organization.
Trust in organizations is built over a period of time as each party in the
relationship or organization is allowed to be vulnerable and validated. Moreover, leaders
who build relational trust by being perceived as doing the right things for the right reason
will garner more trust within their associations. This buildup of trust can be an important
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resource that is used by an effective leader for the benefit of the organization in times of
uncertainty or stress (Bryk & Schneider, 2003; Ripley, Mitchell, & Richman, 2013).
Studies point out the importance of building trust between a superintendent and the
school board to achieve district goals (Alsbury, 2002; Banicki & Pacha, 2011; Bowers,
2016; Hill & Jochim, 2018; Jimenez, 2012; Kellogg, 2017; Levent, Ozdemir, & Akpolat,
2018; Moody, 2011).
Power Theory
The intertwining of trust and power is an important dynamic to examine in
understanding the theoretical foundations of this research. In one study, researchers
found a moderately positive correlation between the use of power (except coercive) and
organizational trust (Levent et al., 2018). Power can be a useful management tool.
However, leaders who use power as a weapon or use it coercively may find it ineffective
and lose trust. Power can also be described as an aspiration to guide or influence others
through politics and trust-building (Fairholm, 2009; Harvey & Drolet, 2005; White et al.,
2016). Organizations that identify and work within the power structures that impact them
will have better outcomes and less conflict (Mintzberg, 1984).
Power sometimes has a negative connotation as a corrupting stimulus such as the
idea of power expressed by Machiavelli, who saw it as a tool for political punishment,
valuing secrecy, and outlining the need for one and only one leader. Fairholm (2009)
referred to Max Weber’s 1968 work regarding power as the best known power
classifications. Fairholm (2009) explained three classifications of power including
traditional power, charismatic power, and rational-legal power. Traditional power is used
when subordinates accept commands from another person as legitimate and justified
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based on traditional leadership roles. An example of this is a superintendent giving
direction to the cabinet. The cabinet members rely on a traditional leadership scheme
where the boss, or superintendent, has the power of position. Another example of this
type of power is the authority the board has over the superintendent. Traditionally, the
superintendent is hired by the board, and the superintendent is responsible and
accountable to the board, thus making their relationship one of traditional power of the
board over the superintendent. Next, Fairholm claimed that charismatic power is
centered “around the power of personality” (p. 72). In this case, power is wielded and
used through the use of charisma and is accepted by others purely because of the effect
that the personality has on them. Certain board members with dispositions that are
outgoing and persuasive use this type of power to influence superintendents and other
board members. Finally, Fairholm described Weber’s third form of power as rationallegal power where the person using this type of power is accepted because others believe
the “action conforms to a known law, rule, or policy. . . . They view the rules on which a
specific command is based as legal, rational, legitimate, and acceptable” (p. 72).
Superintendents or presidents of boards can use this type of power when they invoke
policy, education code, or another appropriate reason for the leadership decision in which
power plays a role.
An effective leader understands that power is neither good or bad; it simply exists,
and it is ethics that enables power to have either a positive or negative consequence on
the organization. The top five strategies that Fairholm (2009) suggested for positive and
effective power use for a leader to use with subordinates are training and orienting others,
developing others, using rewards, controlling decision criteria, and legitimizing control.
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A leader who can learn how to use power ethically, along with skills and strategies, and
tactics that are appropriate will see more successful organizational relations (Fairholm,
2009; White et al., 2016).
Political Frames
Leaders who can effectively “frame” situations have the ability to find solutions
to issues, achieve political gains, and build a stronger reputation (Boin et al., 2017). Boin
et al. (2017) went on to present the three components of a winning frame: presenting a
persuasive narrative, personal and organizational credibility, and effective
communication.
Superintendents who can approach a situation and think about it in more than one
way, or “frame,” can more clearly address complex situations and arrive at solutions
(Bolman & Deal, 2014, 2017). Bolman and Deal (2014) went on to explain that
organizations can be classified into four areas: factories, families, jungles, and temples
and carnivals (Figure 1).
The structural or factory frame is classified as having a strict organizational
structure that is rational and has a hierarchical set of rules, policies, and procedures, such
as a traditional school district structure. Additionally, this frame has an objective set of
benchmarks to measure progress and accomplishments. This frame can be problematic if
and when there are performance lags, such as testing scores dropping in the district or
sudden unanticipated impacts to the normal functions of the organization, for instance, a
newly elected board member or natural disaster.
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Structural

FRAME
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Resource
Family

Political
Jungle

Symbolic

Metaphor for
Organization
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Supporting
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Sociology,
Management
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Psychology
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technology,
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conflict,
competition,
organizational
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Image of
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Leadership
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Social
Architecture
Attune
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Advocacy

Carnival,
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Theater
Anthropology
dramaturgy,
Institutional
Theory
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metaphor,
ritual,
ceremony,
stories, heroes
Inspiration

Align
organizational
and human
needs

Develop
agenda and
power base

Create faith,
beauty,
meaning

Figure 1. Overview of the four-frame model. From Reframing Organizations: Artistry,
Choice, and Leadership, by L. G. Bolman and T. E. Deal, p. 20, 2017, Hoboken, NJ:
John Wiley & Sons.

According to Bolman and Deal (2017), the human resource or family frame is
identified by a distinct “focus on people and relationships” lens (p. 17). Healthy
organizations in this frame pay their employees well and provide excellent benefits.
They also try to ensure happy and engaged employees who feel good about their work.
Conversely, they stated that employees who do not feel cared for or secure will “join
unions, go on strike, sabotage, or quit” (p. 17). Teachers can and will affect school
boards and the work they do by presenting this frame as a way to negotiate for better
working conditions. In the same vein, board members who run for election on a platform
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of improving working conditions for teachers are campaigning through the human
resources or family frame.
The political frame, or jungles, is identified as having a high level of conflict,
competition for power, and coalition-building. Organizations operating in this frame are
rife with negotiating, coercing, and compromising. However, solutions come from the
leader’s political savvy and skill. Leaders who can build coalitions and continue to do so
as issues change will be successful. From this jungle scenario comes the political frame.
According to Bolman and Deal (2017), “It is the realistic process of making decisions
and allocating resources in a context of scarcity and divergent interests” (p. 179).
Bolman and Deal’s political frame components consist of “agenda setting, mapping the
political terrain, networking and forming coalitions, and bargaining and negotiating” (p.
180). These components link to Boin et al.’s (2017) winning frame and provide their
basis for an effective leader.
Finally, Bolman and Deal (2017) presented the symbolic frame or the temple and
carnival frame. In this frame, there is a concentration on symbols, stories, ceremonies,
and history. Organizations and school districts in this frame rely on the cultural
significance of their history and also on the members of the organization to hold these
symbols and rituals in high regard. Problems arise when the cultural meaning and history
can be lost through the implementation of new management structures, such as a new
superintendent or board members. According to Bolman and Deal (2017), it is important
to remember that new management can “rekindle the expressive or spiritual side of
organizations through the use of symbol, myth, and magic” (p. 18).
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Theoretical Framework
The theoretical framework for this study is politically intelligent leadership.
Political intelligence is a set of skills and ethical behaviors used to achieve organizational
and/or personal goals. Political intelligence is the way that a leader negotiates policy,
standards, rules and regulations within organizational life while considering the wants,
needs, values, motivations, and emotions of all stakeholder to accomplish organizational
goals (DeLuca, 1999; Fairholm, 2009; R. C. Tucker, 1995; White et al., 2016). Likewise,
a politically intelligent leader is one who understands the people in the organization and
how to draw out the best work product from them while maintaining a trusting and
cohesive relationship. Political intelligence is a skill that can be learned and adapted to
the organization and to its members and their differing styles. Like power, politics is
neither positive nor negative; it simply exists. Politically ethical and intelligent leaders
have found a way to successfully achieve their goals by adapting their political skills to
meet the greater good of the members and the organization (DeLuca, 1999; White et al.,
2016).
Understanding one’s own political style is the first step to building capacity as a
politically intelligent leader. Knowing the typical style they feel most comfortable with
will give leaders insight into the strengths of that style and areas of growth. Likewise,
understanding the working political styles of the members of their organization can give
leaders valuable insight in how to best adapt their natural style to that which makes a
positive impact with their constituents. Honing their political skills can be achieved by
building coalitions, being ethical, cultivating social astuteness, developing interpersonal
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influence, networking, and preserving authenticity (Buch, Kuvass, & Thompson, 2016;
DeLuca, 1999; White et al., 2016).
School District Governance
Unlike much of the rest of the world, America’s educational system is
decentralized to the states (Reckhow, Henig, Jacobsen, & Litt, 2017). The Tenth
Amendment of the Constitution of the United States gives states the power over subjects
not covered by the federal government thereby giving states the power over public
education. As a result, America has 50 different state educational systems that reflect
local school board and community values, philosophies, and commitments (Björk,
Browne-Ferrigno, & Kowlaski, 2014; Petersen & Fusarelli, 2001). In governing their
school districts, school boards do not function completely in isolation. They bear the
brunt of much political pressure because of the growing diversity and changing values of
the public (Bowers, 2016; Petersen & Fusarelli, 2001). Moody (2011) believed that the
increasing difficulty in meeting accountability measures coupled with the hostile political
climate will continue to bring conflict to the board and the superintendent, resulting in
negative impacts on school governance, school programs, and the people they serve. To
compound the school board problems, traditionally, there is little to no training or
preparation for becoming a school board member other than possibly a board association
training or any onboarding done by the superintendent (Frankenberg & Diem, 2013;
Glass et al., 2000).
The Role of the School Board
School boards are responsible for establishing policy, strategic planning,
approving budgets and purchasing, and setting the parameters for collective bargaining
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(Brierton et al., 2016; Grissom & Andersen, 2012; Howe, 1997; Land, 2002). However,
arguably the most important action a school board takes is to hire and evaluate the
superintendent (Ford & Ihrke, 2016). The role of school boards today is complex,
because of stakeholders, special interest groups, and legislation influencing their
policymaking process and decisions (Frankenberg & Diem, 2013; Fusarelli, 2006; Glass
et al., 2000; Petersen & Fusarelli, 2001).
The Superintendent
The superintendent position has been in existence since the 1800s. Early in the
history of superintendents, they served as managers or supervisors, directed by the board,
and interacted closely with school employees. The superintendent also administered the
school programs, hired teachers, and tended to the administrative duties (Glass et al.,
2000). Since early in the 21st century, as pressures for school reform mounted, the
superintendent has been under great scrutiny and is responsible for implementing reform,
evaluating reform, and ensuring students achieve greater outcomes each year (Björk et
al., 2014; Glass et al., 2000).
The Role of the Superintendent
The superintendent has been called the chief executive officer of a school system
and the primary agent of change in the district. He or she is tasked with a multitude of
responsibilities including developing and evaluating school programs, engaging in school
and community politics, ensuring state and federal mandates are adhered to and met,
building student and personnel relations, and overseeing budgets (Brierton et al., 2016;
English, 1992). In addition to superintendents’ formal duties, understanding, engaging
in, and developing political strategies with their school boards should be a central task of
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the position (Annunziato, 2008; Björk et al., 2014; Brierton et al., 2016; Grogan, 2000;
Hill & Jochim, 2018; Larson, 2005; Muhammed, 2012; Petersen & Fusarelli, 2001;
Thomas, 2001).
Effective Leadership of the Superintendent
Superintendents who are effective leaders understand the politics of their position
and engage their boards as teams, gain their trust, focus on communication, and build and
maintain relationships with them (Covey & Merrill, 2006; Hansell, 2017; Harvey &
Drolet, 2005; Jackson, 2016; Jimenez, 2012). In fact, Muhammed, in his 2012 study,
found communication and interpersonal skills were the most important political skills for
better and more productive relationships. Effective political leaders are crystal clear
about what they want to accomplish and assess the situation to identify politically savvy
strategies to do so (Bolman & Deal, 2014; DeLuca, 1999; White et al., 2016). To effect
change within their districts and benefit students, superintendents need to survive long
enough in their positions to accomplish that. Thus, superintendents must persist by being
comfortable with contradiction, appreciate dissent, encourage transparent
communication, and be skilled at having critical conversations (Brierton et al., 2016;
Grogan, 2000). Moreover, successful superintendents act with integrity and fairness and
share their power and enable others, thus collaborating on solutions and building
relationships, social capital, and a positive culture
Politics of the Superintendent and School Board
According to the 2000 American Association of School Administrators (AASA)
survey, almost 53% of superintendents received an “excellent” evaluation from their
board, and 22% received evaluations in the “good” ranking (Glass et al., 2000). Yet,
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according to the AASA, 29.5% of superintendents thought their governing boards were
“not well qualified or incompetent” (Glass et al., 2000, p. 58) concerning board
members’ general abilities and preparation. The same study shows a disconnect between
the political nature of the superintendency and the superintendent’s desire to be an
instructional leader and advisor to the board.
Americans typically do not like to think about school districts and politics
comingling. However, politics have been a part of the United States’ school system since
the turn of the 19th century. Additionally, school boards have maintained political power
over superintendents since the early development of the superintendent position (Björk &
Lindle, 2001; Jackson, 2016). The political pressure that school boards and
superintendents are currently experiencing does not seem to be diminishing (Bowers,
2016).
The dynamics of the relationship between the school board and the superintendent
can be challenging since the superintendent is hired by the board. Superintendents need
adept communication and political skills to lead their boards through challenging and
difficult decisions diplomatically (Banicki & Pacha, 2011). Ongoing conflict between
the board and the superintendent can adversely impact the governance of the district
(Moody, 2011). In fact, the major factors that establish the success or failure of a
district’s goals are the degree in which the superintendent and school board can manage
the district’s political culture, embrace shared values, and provide the resources necessary
to support those goals (Larson, 2005; Petersen & Fusarelli, 2001).
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Superintendent Turnover
Superintendent success can be predicted by the leader’s ability to create and
sustain effective working relationships with his or her governing board (Russell, 2014).
Poor relationships with the school board is one reason for superintendent turnover. High
turnover rates contribute to the lack of stability and continuity needed to move a school
district forward toward its goals (Jackson, 2016). Frequent shifts in leadership can take a
toll on school districts and impede reform efforts (Glass et al., 2000; Grissom &
Andersen, 2012).
Student Achievement
Grissom (2009) stated, “Perhaps in no other context is public board effectiveness
more important than in that of school boards” (p. 602). Grissom was referring to the
significant impact that school boards have on educational decisions and thus, student
achievement. School boards and superintendents need to collaborate effectively to
improve school programs and increase student academic performance (Fusarelli, 2006;
Grissom, 2012). In a study by Peterson (2000), it was found that school boards that
engage in micromanaging of day-to-day issues can have a negative impact on student
achievement. However, research substantiating the link between board conflict and
student achievement is extremely limited (Land, 2002).
Incomplete Knowledge
A great deal of research has been conducted about effective leadership (Brierton
et al., 2016; Covey & Merrill, 2006; Crowley, 2011; Grogan, 2000; Harvey & Drolet,
2005; Moody, 2008; Petersen & Fusarelli, 2005; R. C. Tucker, 1995; White et al., 2016).
However, there is a gap in the literature concerning the subject of successful
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superintendent and school board relations (Aleman, 2002; Muhammed, 2012; Russell,
2014). Many researchers recommend further studies to examine how politically astute
superintendents build relations and manage conflict with their boards (Jimenez, 2012;
Judson, 2006; Moody, 2011; Ripley et al., 2013; Summers, 2015). No studies have been
uncovered that examine the political styles of superintendents and school board members
or the political strategies used by superintendents in working with their boards.
Statement of the Research Problem
Short superintendent tenure destabilizes an entire education system (Kominiak,
2016). Historically, the working relationship between a superintendent and his or her
board has been an important factor in the longevity of a superintendent. Superintendent
and board relations can be highly political and can impact program achievement. Indeed,
superintendent careers are made and broken by both internal and external politics
(Grogan, 2000; Larson, 2005; Petersen & Fusarelli, 2001; White et al., 2016).
Currently, there is immense pressure on school districts and thus superintendents
and school boards to close the achievement gap, raise test scores, and provide high
quality education to all students while balancing shrinking budgets (Frankenberg &
Diem, 2013; Fusarelli, 2006; Glass et al., 2000; Land, 2002). Many superintendents lack
the emotional and political acuity to work well with their boards despite the wealth of
literature that urges them to be more politically aware (Björk & Lindle, 2001; Ford &
Ihrke, 2016; Mountford, 2004; White et al., 2016). Studies have shown that
superintendents who do not find and accept ways to succeed at the political and human
relations aspects of their position have shorter tenures and lower school achievement
(Fusarelli, 2006; Jackson, 2016; Muhammed, 2012; Russell, 2014).
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Superintendents often use inadequate approaches in working with their boards
that increase rather than decrease tensions even knowing they should be more politically
astute (Björk & Lindle, 2001). Moreover, superintendents do not feel competent in
developing the political strategies and acuity to improve the relationships with their board
members (Ripley et al., 2013; White et al., 2016). A more thorough understanding of the
professional competencies of public school superintendents that are the most desirable for
building successful relationships could enhance dialog between superintendents and
boards of education and decrease distressing levels of ambiguity and antipathy (Moody,
2008). Moody found that additional research is needed to determine the most important
school superintendent competencies leading to better board-superintendent relationships.
Because the relationship between the board of education and the superintendent
can impact many facets of school administration including school performance, it is
important for a superintendent to discover ways to work with his or her school board to
positively influence the district and students (Petersen & Fusarelli, 2001). Multiple
studies related to the superintendent and school board working relationship cite political
skill as a characteristic or trait that can help superintendents succeed within their district
(Annunziato, 2008; Bowers, 2016; Jackson, 2016; Judson, 2006; Muhammed, 2012).
However, there is a lack of research identifying how to develop the political
strategies and awareness needed for a superintendent to succeed. For example, in
Aleman’s 2002 study, he cited that the educational community lacked an understanding
of the superintendent’s need for political sophistication, calling it a critical component of
a superintendent’s role that has not been researched adequately. Another study posits that
the lack of literature on the subject warrants an understanding of the political skills that
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superintendents need to acquire in the current political climate of education (Muhammed,
2012). Finally, Moody (2011) called for a reexamination of theories and assumptions as
the superintendent and school board relationship becomes more complex over time. He
suggested that a deeper understanding of the politics of school leadership will benefit
both leaders and the children of the districts they serve (Petersen & Fusarelli, 2005).
Purpose Statement
The purpose of this sequential explanatory mixed methods study was to identify
the political styles of exemplary Regional Occupational Program superintendents and
school board members as perceived by Regional Occupational Program superintendents.
In addition, the purpose was to identify and explain the political strategies exemplary
Regional Occupational Program superintendents use to work with the different political
styles of school board members.
Research Questions
1. How do exemplary Regional Occupational Program superintendents perceive their
own political style and the individual political styles of their school board members?
2. What are the strategies that exemplary Regional Occupational Program
superintendents use to work successfully with the different school board member
political styles?
Significance of the Problem
A lack of positive relations with the school board can be a contributing factor in
superintendent turnover and thus lower school achievement (Grissom, 2012; Grissom &
Andersen, 2012; Jackson, 2016; Petersen & Fusarelli, 2001). However, superintendents
who build trust and acquire the political skills necessary to work well with their school

18

boards can enjoy longer tenure, better school board and community relations, and
accomplish the work of moving their district forward and achieving organizational and
student achievement goals (Björk & Lindle, 2001; Hill & Jochim, 2018; Jackson, 2016;
Jimenez, 2012; Judson, 2006; Petersen & Fusarelli, 2005; Petersen & Short, 2001; White
et al., 2016). Although there is literature regarding superintendent longevity and school
board relations, there is a lack of studies relating to the political strategies
superintendents could use to better position themselves and their district for success
(Aleman, 2002; Björk & Lindle, 2001; Bowers, 2016; Jackson, 2016; Muhammed, 2012;
Petersen & Fusarelli, 2005; Russell, 2014). This study attempts to fill that gap.
This study can contribute research-based conclusions and recommendations that
will assist institutions of higher education to develop better superintendent preparation
programs that include understanding political influences and strategies (Björk & Lindle,
2001; Connell et al., 2015; DiCanio et al., 2016; Frieder & Basik, 2017; Glass et al.,
2000; Grissom & Andersen, 2012; Grissom & Mitani, 2016; Petersen & Fusarelli, 2001).
This study explored the political styles of superintendents and school board
members and political strategies exemplary superintendents use to work with the
different political styles of board members. This study could provide valuable insight to
incoming and current superintendents by giving them strategies in order to work well
with their boards and thereby enjoy a longer tenure and achieve district goals. This study
could also benefit superintendent preparation programs by identifying political styles and
strategies needed to propel the work of the district forward, which could be incorporated
into professional development modules. The findings could contribute to the creation of
professional development programs by professional organizations such as the Association
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of California School Administrators (ACSA), the AASA, and the National Association of
School Superintendents (NASS) that enhance the political skill and strategies of
superintendents and their board members to achieve greater and deeper knowledge of
superintendent and board relations for currently sitting district leaders. School board
members could also use the findings to look for political skill in their superintendent
candidates and learn to navigate the school board–superintendent relationship. Finally,
superintendent search firms can utilize the information in this study to further refine the
qualities and characteristics needed in an exemplary superintendent.
Definitions
The following section defines terms as they are used in this study. These terms
were collaboratively developed by a team of peer researchers studying political styles and
strategies of superintendents, as noted in the preface. The definitions are organized
around the nine political styles matrix based on initiative and interests. The styles are
listed as self-interest, blended interests, and organizational interest for each initiative:
passive, engaged, and assertive.
Passive Political Styles
Adaptor. Adaptors are pragmatists who generally support organizational changes
and team decisions provided they do not perceive personal risk. An adaptor is one who
presents a passive, cooperative political style balanced between self-interest and
organizational interests (Bobic, Davis, & Cunningham, 1999; Church & Waclawski,
1998; Kirton, 1976; White et al., 2016).
Analyst. Analysts are passive and oriented toward self-interest over
organizational interest. They are primarily focused on tasks over relationships and will
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seek evidence, proof, and detailed analysis before risking a change (Bolman & Deal,
1991; Boulgarides & Cohen, 2001; DeLuca, 1999; Rowe & Boulgarides, 1992; White et
al., 2016).
Supporter. Supporters are characterized as risk-averse, selfless, and passive
devotees, backers, or advocates of the organization’s visions and goals. Supporters seek
harmony and hesitate to take sides though they make decisions and provide resources that
align with the organization’s goals (CSBA, n.d.; DeLuca, 1999; White et al., 2016).
Moderately Engaged Political Styles
Balancer. Balancers blend self and organizational interests. Focused on the
prevention of disequilibrium, balancers use their knowledge of the organization’s culture
to diplomatically shift their support when needed to maintain stability, harmony, and
equanimity (Sheehan, 1989; White et al., 2016).
Developer. Developers work behind the scenes to coach or challenge others to
build skills that can positively advance organizational interests to which they are fully
committed. Developers exhibit a high level of self-awareness of their own knowledge
and skill (DeLuca, 1999; Goleman, 2000; Rath, 2007; White et al., 2016).
Planner. Planners demonstrate modest initiative in political ventures and are
typically focused on self-interests rather than organizational interests. Planners gather
and analyze data for potential personal risks, putting constraints on decision-making
(Hackman, 2002; Hackman & Wageman, 2005; White et al., 2016).
Assertive Political Styles
Arranger. Arrangers use a political style in which they are assertive in pursuing
their goals that are a blend of both organizational priorities and their own self-interests.
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They build a power base by connecting with many people. Arrangers will take risks to
advance their goals and are strategic in combining resources (DeLuca, 1999; Effelsberg,
Solga, & Gurt, 2014; White et al., 2016).
Challenger. Challengers are characterized by self-interest, assertive behavior, and
confidence in their own vision, ideas, and goals, which inspires a strong desire to lead
and make decisions quickly. Challengers see themselves as movers and shakers,
efficient, politically strategic, aggressive, and willing to confront the views of others in an
attempt to influence outcomes (DeLuca, 1999; Jasper, 1997; Meyer, Jenness, & Ingram,
2005; Polletta, 2004; White et al., 2016).
Strategist. Strategists are visionary, open to new ideas, and collaborative. They
empower others and model the organization’s values. Supporting organizational interests
over self-interests, they strategically use a variety of approaches to propose new
initiatives, engage diverse stakeholders, elicit commitment, and make purposeful
decisions (DeLuca, 1999; Dergel, 2014; White et al., 2016).
Other Definitions
Ethics. Ethics are moral principles of right and wrong based on shared or agreed
upon values, beliefs, and norms that guide a leader’s behavior (Bolman & Deal, 2017;
Brierton et al., 2016; DeLuca, 1999; Duffy, 2006; White et al., 2016).
Political intelligence. Political intelligence is a set of skills and ethical behaviors
used to achieve organizational and/or personal goals. Political intelligence is the way that
a leader negotiates policy, standards, rules, and regulations within organizational life
while considering the wants, needs, values, motivations, and emotions of all stakeholders
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to accomplish organizational goals (DeLuca, 1999; Fairholm, 2009; R. C. Tucker, 1995;
White et al., 2016).
Political strategy. Political strategy is the method one uses to work toward
obtaining a desired goal or objective. Political strategy may consider both internal and
external factors including the views and opinions of others. While effectively navigating
issues and situations to obtain the identified objective, a person uses political strategy to
adapt his or her plan of action based on changing dynamics (DeLuca, 1999; Fairholm,
2009; White et al., 2016).
Political style. Political style is the way one’s values, character, and beliefs are
manifested into actions and behaviors to influence others and achieve desired outcomes.
Political style impacts how a leader might view and respond to different circumstances
and the opinions of others. Additionally, political systems may require varying levels of
motivation and initiative (DeLuca, 1999; Grenny, Patterson, Maxfield, McMillan, &
Switzler, 2013; Petersen & Fusarelli, 2005; White et al., 2016).
Politics. Politics are the activities, actions, and policies through which people
make, preserve, and amend the general rules under which they live and are used to
achieve a desired outcome through reconciling differences and engaging others in
dialogue. Politics also involves the use of power to influence or to improve
organizational interests (Duke, as cited in Fairholm, 2009; White et.al., 2016).
Power. Power is the ability to mobilize resources to accomplish organizational
outcomes and influence others to overcome resistance (Emerson, 1962; Fairholm, 2009;
Kanter, 1979; Mintzberg, 1983; Pfeffer, 1981, 1992).
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Delimitations
This study was delimited to five Regional Occupational Program (ROP)
superintendents in the state of California. An exemplary ROP superintendent in this
study is a school district leader who demonstrates at least four of the following eight
criteria:
• A minimum of 3 years of experience as a superintendent in current district or recently
departed district of less than 1 year removed
• Evidence of positive governance team relationships
• Identified by county superintendent as exemplary in working with board
• Identified by a panel of experts knowledgeable of work of superintendents
• Received recognition as an exemplary superintendent by a professional organization
such as ACSA, CAROCP, or other similar professional organization
• Received formal recognition by his or her peers
• Membership in professional associations in his or her field
• Participated in CSBA Masters in Governance training or other governance training
with at least one board member
Organization of the Study
This study is organized into five chapters, a references section, and appendices.
Chapter I outlined the background of the study of political strategies superintendents use
to work effectively with the different political styles of their board members, theoretical
foundations, purpose of the study, research questions, definitions, and delimitations.
Chapter II is a review of the literature gathered and researched concerning
superintendents, school boards, and their political styles and strategies. Chapter II also
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focuses on theoretical theories and frameworks used in this study. Chapter III describes
the explanatory mixed methods methodology used in the study and describes the process
of the collection and analyzation of data. Chapter IV describes the data collected, the
research findings, and the results of the research study. Chapter V describes the
significant findings, conclusions, and gaps in the research and provides recommendations
for future studies.
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CHAPTER II: REVIEW OF THE LITERATURE
Superintendent and board relations can be highly political and can impact
program achievement (Larson, 2005; Petersen & Fusarelli, 2001). Studies have shown
that superintendents who do not accept and find ways to succeed at the political and
human relations aspects of their position have shorter tenures and lower school
achievement (Björk & Lindle, 2001; Grogan, 2000; White et al., 2016). Superintendents
who understand how to navigate these political relationships instead of ignoring their
importance can benefit their organizations (White et al., 2016). This literature review
provides historical background and theoretical context to examine how superintendents
perceive their own political style and the individual styles of their school board members
and to identify and understand strategies superintendents use to work successfully with
the different school board member political styles.
The study of political strategies of superintendents and their board members can
be a helpful and even necessary tool for district leaders wanting a deeper understanding
of how to manage and thrive in a school district’s political climate. This literature review
examines the political and organizational forces that impact the relationships between the
superintendent and school board through the lens of conflict, trust, and power theories.
White et al.’s (2016) nine political styles matrix and their goals and initiatives scales
provide the theoretical framework through which political styles and strategies are
explored.
The review is organized in three segments. Part 1 examines the history,
evolution, and importance of politics. This section concludes with an examination of the
connections between leadership and politics. Part 2 of this review delves into the
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theoretical foundations and framework used to support this study. Foundations described
are trust theory, power theory, and conflict theory as they relate to the relationship
between the superintendent and school board members. The political styles framework
on which this study is based is discussed in this chapter. This review focuses on the
intersection of the Goal Allegiance Continuum and the Initiative Continuum outlined in
The Politically Intelligent Leader: Dealing With the Dilemmas of a High-Stakes
Educational Environment by White et al. (2016).
The third section of this literature review explores politics and public education,
specifically school district governance along with the roles of both the school board and
the Regional Occupational Program (ROP) superintendent. Additionally, the politics of
the ROP superintendent and the school board is examined, including political dynamics,
power, and influence issues between the superintendent and school board that enhance or
detract from the effectiveness of the governance team. Finally, the relationship between
political intelligence and effective leadership is researched, and strategies that
superintendents use to work effectively with their board members are discussed.
History and Evolution of Politics
R. C. Tucker (1995) contended that the practice and study of politics began over
2,000 years ago, and still throughout time, there is disagreement as to exactly what
politics is. Some sophists said politics is the pursuit and implementation of power. Plato
associated politics with leadership, statesmanship, and “tending to the flock” (R. C.
Tucker, 1995, p. 2). Plato’s view was that politics did indeed allow for power to be
exercised; however, he felt it warranted a more positive view for the community in which
a political leader serves.
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The U.S. Constitution has served as a framework for American political and
economic life since it was signed in 1789, nearly 230 years ago. Hays (2001) described
political thought and action as a swinging pendulum that depends on the current
economic, social, and world climate of the time. Hays suggested that these times of flux
are the impetus for reform or reform movements. America has seen a change in political
priorities depending on the era, whether it was the agricultural age, the commercialization
age, the industrial and manufacturing age, or finally, the service and information age (R.
C. Tucker, 1995).
In the 18th century, politics was largely determined through a parochial lens in
isolated communities. Colonial America was practicing political, religious, and
economic freedoms from Great Britain and enjoyed “self-government.” The political
culture of the time was that no man was above the law, and everyone could benefit from
basic personal and property rights. Coming into the latter part of that century, politics
became more wide spread with the advent of commercialism, expanding transportation
networks, and the rise of law and government. With this geographical change in
America, cities and towns became places of social change, and politics were played on a
larger scale (Foner, 2013; Hays, 2001).
Coming into the 20th century, the federal government and the states took larger
control of certain aspects of American life, such as policing, education, public utilities,
and transportation. This led to varying degrees of entrepreneurialism created to bypass
large oversight by authorities and a rise in local political action (Hays, 2001). People
chose to partake in political activism by aligning themselves with political groups and
political parties that were most commonly associated with their shared values and items
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of similarity, such as economic, ethnic, educational, and other characteristics and issues
which are then grouped to form political communities (R. C. Tucker, 1995).
Finally, in the 21st century, politics is still largely that of the dual system of
political parties that was created in 1828 (Miller, 2017). However, more and more,
alternative political parties are making themselves known, and a resurgence in grass-roots
efforts to create meaningful political activism is being seen not only in the local political
arena, but also on a state and national level. Additionally, Americans want alternatives to
traditional politics and do not want to be classified within the current duopoly of political
parties (McCarthy, 2019; Miller, 2017). According to a Gallup poll, in 2016 only 55% of
people in America stated that they ascribe to either one of the major political parties
(Miller, 2017).
Importance of Politics
The concept of politics brought R. C. Tucker (1995) to the conclusion that politics
is a cycle whereby leaders choose an issue and alert or “signalize” its importance to their
constituents. The cycle then moves forward to either change, create new, or delete
policy, according to the will of the political leaders. All of this, however, is dependent on
the information given by the political leaders and how they interpret and signal the
communities to its importance.
The importance of politics cannot be denied. Political movements have the power
to change the course of history and make lasting impacts in the lives of those who fight
for political change. When the public is dissatisfied with the status quo or existing
conditions, they can be motivated to join or organize a political movement for change (R.
C. Tucker, 1995). The civil rights movement and the anti-Vietnam War movement were
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examples of sociopolitical movements that had significant influence in the American
political climate at the time. More recently, the Occupy Wall Street movement was
described by Friedman and Mandelbaum (2011) as a warning of coming change in the
tenor of the economic and political inequalities that are experienced by many today. The
authors warn that America ignores political movements at its peril.
As much as the right for all Americans to vote is cited as leveling the political
playing field, Hays (2001) posited that there are still the political elite who are
responsible for most political leadership and results. He also warned of political apathy
because of the extreme overload of information and choice. The large amount of media
and too much information create a stimulus overload, which can result in the choice to
disengage or not engage deeply or exercise the right to vote.
Leadership and Politics
The political nature of leadership can be equated to a kaleidoscope, according to
Treadway, Bentley, Williams, and Wallace (2014). The authors went on to say that the
political leadership kaleidoscope is made up of many different pieces that look different
depending on one’s perspective. Leadership is politics, and political leadership comes in
many forms, according to R. C. Tucker (1995). Politics has not always been looked at as
a reputable profession. Hunt (1968) referred to John Kennedy’s comments in 1957: “It is
disheartening to me, and I think alarming to our Republic, to realize how poorly the
political profession is regarded in America” (p. 348).
The concept of political leadership is difficult to put a point on. R. C. Tucker
(1995) described various great thinkers as having difficulty defining exactly what
political leadership is. For instance, Tucker cited Charles Merriam as saying in 1945,
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“The precise nature of political leadership is one of the most difficult problems in the
domain of politics” (p. 10). Tucker also cited James McGregor Burns: “Leadership is
one of the most observed and least understood phenomena on earth” (p. 10). Another
view was brought forth by Treadway et al. (2014) that leadership is a political process in
which shared meaning evolves between leaders and followers with different interests and
priorities in an organization.
R. C. Tucker (1995) went on to assert that the political leadership process is
activated by the recognizing a political problem or situation, authoritatively assessing the
issue, constructing a course of action, and mobilizing support from the political
community for the diagnosis and corrective action needed. Moreover, leaders who are
politically skilled can help individuals in achieving their goals and improving their
reputation (Treadway et al., 2014).
Theoretical Foundations
Conflict Theory
Conflict is a certainty in organizations and should not be avoided (Bolman &
Deal, 2017). One of the vital aspects of a school leader’s job is to manage conflict
(Brierton et al., 2016). The power of the school board to move the district forward or
force it into bureaucratic gridlock through conflict is tremendous (Petersen & Fusarelli,
2001). The board can interact with the superintendent in a variety of ways, which can
either be healthy and productive or unhealthy and impede the progress of the school
district. Likewise, conflict within the board can occur when it separates into factions and
perceives threats coming from among its members (Brief et al., 2005). Braiding together
the motivations of board members, their political styles, and type of conflict can provide
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the superintendent enough information to form political strategies that enable him or her
to mitigate conflict and lead effectively.
According to Harvey and Drolet (2005), there are five types of conflict: value
conflict, tangible conflict, interpersonal conflict, boundary conflict, and perceptual
conflict. Value conflicts are struggles over beliefs, tenets, or principles. This type of
conflict is not easily solved as it is rooted in deep-seated beliefs based on history or
tradition despite any evidence to the contrary. Value conflict can best be managed by
coexisting with the differing values since resolution is rare. Tangible conflicts are
simplistic in nature and usually can be described as resource based. Tangible conflicts
can include struggles over money, time, facilities, and other finite issues. This type of
conflict is simplest to resolve though it can be mishandled if the approach used is too
authoritarian or simplistic. Interpersonal conflicts are encounters based on differing
opinions between what is important to each involved party. It is often misdiagnosed,
leading to miscommunications and misunderstandings. It is important to look for
secondary issues when dealing with interpersonal conflict. Boundary conflicts are either
boundary penetration (when someone violates or encroached on another’s limits), and
boundary expansion (when one person expects another to expand their role, or boundary,
and they do not). These types of struggles are common, and if not dealt with can lead to
interpersonal conflict. Finally, there are perceptual conflicts, which are conflicts borne
out of miscommunications and misperceptions. However, when the parties have the
correct information, these encounters are easily and quickly resolved.
Each type of conflict can be mitigated through conflict resolution strategies that
facilitate healthy team dynamics and result in a more cohesive and effective team
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(Harvey & Drolet, 2005; White et al., 2016). Harvey and Drolet (2005) outlined various
conflict resolution strategies such as expansion of resources, interdependence analysis,
communication and feedback, and human-relations interventions that one can implement
to achieve organizational success. One such strategy is expansion of resources. This
approach relies on resources being available in order to solve a problem. For a
superintendent attempting to appease two different constituent groups adding the
expansion of resources to meet both groups’ needs, this strategy can have positive
political outcomes. Another strategy to be utilized is performing an interdependence
analysis. This tactic allows a person to understand the level of dependence on another
and offers a higher-level goal that both parties can agree upon, thus lowering the conflict
and achieving results. For school board members with differing priorities, this strategy
could be useful in identifying those areas of consensus, thereby allowing the work of the
district to be accomplished. Communication and feedback, while overused, is a strategy
that can be helpful to clear up miscommunication. However, often this approach reveals
that the conflict is not necessarily miscommunication but another underlying issue that
needs attention. It is best to use this strategy in conjunction with other strategies.
Politically, a superintendent needs to communicate and listen to feedback from his or her
board and cabinet and if there is no misunderstanding, listen for clues that reveal the
underlying issues to be addressed. Finally, human relations intervention is a conflict
resolution strategy that can reap benefits if used appropriately. The idea behind this
approach is to gradually increase comprehension and compassion in an organization. It is
not a short-term strategy and requires long-term commitment. Some of the interventions
can include multicultural awareness, team building, and trust formation activities.
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Becoming adept at these strategies, such as expansion of resources, interdependence
analysis, communication and feedback, and human-relations interventions can benefit an
organizational leader, ensuring a longer tenure and better performance results (Harvey &
Drolet, 2005; White et al., 2016).
Trust Theory
According to Kouzes and Posner (2006), “Leading requires trust. It’s a
prerequisite to getting anything done” (p. 49). Achieving mutual trust in an organization
provides positive culture, political capital, a foundational building block for the success
of an organization (Covey & Merrill, 2006; Lencioni, 2002; Levent et al., 2018; White et
al., 2016). Trust theory works on the basis of shared vulnerability between parties and
the belief that the parties will act in a benevolent, honest, and open way (Ripley et al.,
2013). Principles of trust include being open and listening with an intent to understand,
extending trust to others, being honest, being vulnerable with others, showing loyalty and
caring to your team, clarifying expectations and being accountable to others as well as
holding others accountable, and operating from a perspective of being transparent (Covey
& Merrill, 2006; Kouzes & Posner, 2006, White et al. 2016). Superintendents and board
members who generate trust have an easier path to school district success.
Building trust requires an investment of time. A study by Glass and Björk (2003)
revealed that except for board meetings, superintendents had no direct contact with their
boards. Furthermore, Glass et al., in their 2000 study, asked superintendents how much
time they spent in communication with their board each week. Sixty-two percent
answered that they spent three hours per week or less in direct communications with their
board. In a similar study, Petersen and Short (2000) found that a board member’s
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perception of the level of superintendent trustworthiness impacted his or her decisionmaking. To build a trusting relationship with the board, a superintendent must invest
time and effort into the process. Finally, in their study, Ripley et al. (2013) believed that
superintendents who are perceived as doing the right thing for the right reason are
building trust with their boards.
Covey and Merrill (2006) also discussed trust in their book The Speed of Trust.
They cited trust as being the single most important aspect of communications,
relationships, organizations, and even countries. Trust impacts everyone, every day, and
when it is lost, organizations, relationships, and success suffer. Covey and Merrill (2006)
described the five waves of trust, which consist of self-trust, relationship trust,
organizational trust, market trust, and societal trust as crucial to leadership. Self-trust
includes a confidence in oneself, the power to set and achieve goals, to be true with one’s
word, and inspire trust in others. The second wave, relational trust, is about behavior.
This type of trust is about understanding how to act in order to increase trust and how to
avoid behaviors that obliterate trust. Relational trust involves creating “trust accounts”
with others and learning behaviors that encourage trust, goodwill, and positive
relationships. Covey and Merrill (2006) outlined these behaviors as talking straight,
demonstrating respect, creating transparency, correcting wrongs, showing loyalty,
delivering results, improving actions, confronting reality, clarifying expectations,
practicing accountability, listening first, keeping commitments, and extending trust. The
third wave is characterized by creating organizational systems, symbols, and values that
are aligned with each other throughout the organization. The fourth wave, market trust,
is related to the organization’s reputation. For example, a superintendent can display this
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trust by creating and preserving a positive brand for his or her school district. Finally, the
fifth wave, societal trust, is about the organization caring about the larger picture, giving
back, and contributing to society. School districts that successfully practice the fifth
wave of trust have built community goodwill and trust.
Power Theory
Power is neither good nor bad; it is neutral. Power simply exists and can be used
destructively or constructively (Duffy, 2006; Fairholm, 2009). If power is restricted to a
few and left unchecked, the organization can become toxic, corrupt, and dysfunctional
(Fairholm, 2009; Harvey & Drolet, 2005). To the contrary, power used adeptly with
political skill can help a leader build trust and achieve organizational goals (Duffy, 2006;
White et al., 2016). In fact, Duffy (2006) went on to say that school leaders must use
their authority and political skill in ethical ways to achieve better student and school
outcomes. Researchers have agreed that there are different types of power and
implications for its use (Bolman & Deal, 2014; Duffy, 2006; Fairholm, 2009; Harvey &
Drolet, 2005; White et al., 2016).
To exercise power, there must be a source from which it comes. There also must
be conditions in which the power is used effectively. It is not enough to have power;
there must be conditions and opportunities that allow one to exercise his or her power.
Duffy (2006) classified these conditions as opportunity, capacity, and willingness.
Harvey and Drolet (2005) suggested there are twelve sources of power, and they are not
restricted to those who have positions of authority. These 12 sources of power are found
in people who are needed, in control of resources, flexible in responding to new needs,
irreplaceable, close to decision makers, privy to information, able to create consensus and

36

stability, interpersonally skilled, keepers of institutional memory, winners, supported by
staff, and professionally credible. People in positions of power may have multiple
sources of power or just one or two of the designated bases.
One view of power was initiated by Niccolo Machiavelli (1469-1527). The term
“Machiavellian” describes executive power pejoratively and has become synonymous
with unchecked authoritarian actions, using power as a weapon (Mansfield, 1989).
Similarly, Nietzsche believed that power could be used over people, and the desire for
power is primal and natural in mankind (Fairholm, 2009).
Fairholm (2009) described six forms of power in the power impact model. These
forms of power run the continuum from forcible to collaborative or consensual. They
also boost power use by themselves, or more likely, in conjunction with one another. The
forms of power that Fairholm described are force, authority, manipulation, threat/
promise, persuasion, and influence. Weber conducted power studies and concluded there
are three types of legitimate power: traditional, legal, and charismatic (Fairholm, 2009;
White et al., 2016).
Harvey and Drolet (2005) described McClelland’s two faces of power. One face
is the need power where winning is most important. The second face is the aspiration to
influence others, achieving goals by enlarging others’ scope of knowledge and supporting
their work. The type of leader who exercises influential power is the most effective,
according to the authors.
The intersection of power, politics, and trust play an important part in the life of
an organizational leader. Exercising power as a collaborative process rather than being
wielded by one leader ensures power is an agent of support rather than an obstacle to
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success (Mountford & Ylimaki, 2005). Politics allows power to be used to develop trust
and move the work of an organization forward, and trust is at the core of all political
activities (White et al., 2016).
Theoretical Framework
Having or acquiring political skill and intelligence is imperative to resolving
conflict and becoming an effective leader (Aleman, 2002; Annunziato, 2008; Buch et al.,
2016; Judson, 2006; White et al., 2016). Additionally, a superintendent who uses
political behavior in a constructive way benefits all constituents (Duffy, 2006). One can
only accomplish this by understanding one’s own political styles and those of those he or
she works with (DeLuca, 1999; White et al., 2016). Leaders who are aware of their own
political style and the styles of others are able to strategize and prepare for the best
outcomes when dealing with others. The goal allegiance continuum and political
initiative continuum as seen in Figure 2 developed by White et al. (2016) provide a
framework for a superintendent to recognize political styles and those of his or her board
members.
The goal allegiance continuum stretches between self-interest and organizational
interests with the midpoint classified as blended interests. The political initiative
continuum stretches from passive to aggressive with the midpoint being moderately
engaged. These continuums help to identify political styles by identifying the spots on
each continuum where an individual is located. The intersection of these two continuums
produces a matrix of nine political styles, which include challenger, planner, analyst,
arranger, balancer, adaptor, strategist, developer, and supporter as seen in Figure 3.
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Figure 2. Politically intelligent leader goal and initiative continuum. From The Politically
Intelligent Leader: Dealing With the Dilemmas of a High-Stakes Educational
Environment, by White, Harvey, and Fox, pp. 69-70, 2016, Lanham, MD: Rowman &
Littlefield.

Figure 3. Politically intelligent leader political style matrix. From The Politically
Intelligent Leader: Dealing With the Dilemmas of a High-Stakes Educational
Environment, by White et al., p. 71, 2016, Lanham, MD: Rowman & Littlefield.

39

A superintendent may lean toward one particular political style, but in order to be
most influential he or she needs to be able to operate in other styles as well. White et al.
(2016) posited that superintendents are most effective when they can deliberately choose
the style that is most suited to the situation and the people they are dealing with rather
than relying on a one-size-fits-all default style that may be most comfortable for them.
Once a leader is conscious of his or her own political style and that of other key players,
choosing the strategies that are most effective with those styles is key to building
successful relationships (Jimenez, 2012; White et al., 2016).
Politics and Public Education
According to Brierton et al. (2016), “Politics is the use of power to influence
decision-making by implementing policies and laws in order to control resources” (p. 25).
By this definition, superintendents and school board members are politically driven.
More than ever before, the role of politics in education plays a large part in the success of
a district and its students. Federal and state mandates given to school districts ensure that
a superintendent and his or her board must be politically aware and astute in order to
perform their jobs well. Indeed, the tenor of the current local politics of an area can
affect the level of confidence that the community has in its local school board members,
superintendents, and building-level administrators (Alsbury, 2002). Tensions among
educators and legislators are high because the stakes are high. Politicians must walk the
line between prescribing mandates and achievement goals to school districts while
maintaining the appearance of local control (Petersen & Fusarelli, 2005).
In 1963, Bartky suggested that education had become “cult-like” and static. He
proposed that superintendents needed to be adaptable and flexible and not stagnant.

40

However, a few years later, Lutz and Iannaccone (1986) unveiled their theory of
dissatisfaction as a framework to study the political cycles of superintendent and school
board turnover. Their theory suggested that a community generally experiences a long
term of nonpolitical activity or inaction disrupted by intense periods of chaos and
upheaval. During these times of tumult, local elections see an uptick in voter turnout, and
incumbent board members are defeated. It is through this election process that Lutz and
Iannaccone said that citizens have the opportunity to align the school personnel, board
members, and school policies with the communities’ shared values. Likewise, Alsbury
(2003) found that school board elections can change when voter participation rates
change according to their level of dissatisfaction.
Interestingly, local school board candidates who run on a platform of negativity
and naysaying could likely get voted into office, according to a study by Chou (2018).
Typically, conventional wisdom dictates that the most compassionate, well educated, and
knowledgeable candidate would win an election. However, with the political climate
increasingly volatile, Chou found that voters thought negativity equaled power and
overruled cheerfulness and supportive behavior and thus voted for the most negative
candidate.
School District Governance
A core tenet of the United States’ public education system is local control
(Brierton et al., 2016). Public education has been under local control since the adoption
of the Tenth Amendment to the U.S. Constitution, which states, “The power not
delegated to the United States by the Constitution, nor prohibited by it to the States, are
reserved to the states respectively, or to the people.” As a response to locally controlled
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education, the states determined that the responsibility of education should lie with
elected school boards who oversee the district (Brierton et al., 2016). At the turn of the
19th century, the office of superintendent was designed as a professional buffer to politics
in education (Björk & Lindle, 2001). The current structure of education in the United
States is the concept of local control of education, which began in the 1700s and deﬁnes
how school districts are organized, governed, and funded. Because control of public
education lies with the states, the American structure of education is composed of 50
different state education systems made up of nearly 15,000 local school districts. The
states exercise control over funding allocation and school district boundaries and outline
the power held by each locally elected board of education. Although local school
districts are legally beholden to federal and state laws and policies, the local school
boards structure policies that reflect their local goals and values. Therefore, there can be
marked differences in school policies from district to district and from state to state
(Björk et al., 2014).
Surveying the literature showed there have not been significant changes to this
type of school governance in over a century, and the future of board governance is not
expected to change much in the future. However, Alsbury (2008) contended there may
be changes on the horizon. He expected that charters may have a greater influence on
boards as they encroach into public school districts, vouchers may be seen as a vehicle to
contribute to the financial picture for schools and state revenue, and possibly laws that
restrict board actions may come into play. All of these possible changes could impact the
way a school board governs.
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Role of the School Board
The work of the school board is, in part, to set policy, approve the annual budget
and all expenditures, oversee school district operations, hire and evaluate the
superintendent, and provide support (Björk et al., 2014; CSBA, n.d.). According to Land
(2002), the establishment of the local school board, made up of individuals from within
the community and created for the purpose of making educational decisions for the
schools within that community, as system of school governance can be dated back for
more than 200 years. Currently there are approximately 95,000 school board members
participating in over 15,000 boards of local public schools within the United States.
Brierton et al. (2016) described eight key work areas of school boards: identify vision and
mission, develop standards for performance, support assessment of performance,
implement accountability for performance, align resources to support performance,
prioritize climate and culture, develop collaborative relationships and engage community,
and commit to continuous improvement.
Some liken the typical school board to a minor legislative body, such as a state
legislature, and they usually engage local citizens and parents in their policymaking
process. Over 90% of America’s school board members are elected by the public, with
the remaining 10% appointed by elected government officials. To provide stability and
continuity to the local district, school board members’ terms are staggered every two
years so that only a portion of the board is up for reelection in any year. School boards
are typically made up of five to nine officials. However, large school districts can seat up
to 15 members. Board elections are decided by popular vote. Subsequent to the election,
new board members will likely receive governance training and become delegates to
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certain committees, local and regional boards, and other groups of interest determined by
the district and board. Additionally, school boards are required to approve any
expenditures requested by the district, school leaders, and administration before the
money can be spent (Björk et al., 2014; CSBA, n.d.; H. J. Tucker & Zeigler, 1977).
Every school board meeting must remain open to the general public to perform
school business and transactions, with board members publicly casting their vote, and
creating transparency (Banicki & Pacha, 2011; H. J. Tucker & Zeigler, 1977). Board
meetings also agendize a public comment section for anyone from the public wishing to
address the board in open session and prior to closed session, which is typically when
sensitive items, such as personnel or disciplinary items, are discussed. The conduct and
discussion of a closed session is typically less formal than an open meeting. Closedsession operations vary from district to district and by leadership style.
The leadership of the board determines the tone and tenor of the meetings,
including the type and amount of participation by others and the boundaries of
engagement. Depending on the type of relationship and leadership roles between the
school board president and the superintendent, one or the other may lead the closed
session procedures and discussions. Usually, this is determined by the level of
experience of the superintendent and board members and the political intensity of the
items being discussed (Banicki & Pacha, 2011).
Once the school board adopts policy, it is the superintendent’s responsibility to
plan and execute that policy. The inability of the superintendent to work well with the
school board can stem from a lack of understanding of board and superintendent roles
(Moody, 2011). Oftentimes, board members are confused and misunderstand the scope
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and breadth of their position, leading to conflicts such as poor problem ownership,
expecting too much of their colleagues and superintendent, or mushroom syndrome
where problems are left to fester (Harvey & Drolet, 2005). These behaviors can add to
the tension and poor relationships between them and their superintendent, thus negatively
affecting the climate and culture of the school district.
Role of the Regional Occupational Program Superintendent
ROP superintendents perform much the same function as public K-12 or high
school district superintendents. ROP districts are organized for the purpose of workforce
development, career training, and high-quality educational programs to students in their
regional area (Cal. Education Code, 52300, n.d.). If the ROP is a joint powers authority
(JPA), that is, serving two or more districts, the ROP superintendent is accountable to the
ROP school board made up of elected school board members from each of the
participating JPA districts who are then appointed to the ROP board to serve as the
governing body of the ROP.
The role and purpose of the superintendent of a school district has changed and
adapted throughout history according to the economic, political, and societal needs of the
district (Banicki & Pacha, 2011; Björk et al., 2014). Callahan (1966) stated that the
superintendent was originally a scholarly leader when the position was first created in
1865. The early superintendents were philosophical and focused on educating the
teachers and stressed the importance of the education of students, not business or political
success. Next, from 1910-1929, the superintendency was viewed as a business executive
or manager. At this point in time, there was a large influx of immigrants to America.
This, along with the home-grown population boom and societal changes such as relying
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on schools for more than just basic education required the superintendent to be aware of
the business side of the school district. Taxes needed to be raised to fund the growing
population’s education, and the public needed explanations and justifications for this,
which required superintendents to be more business-minded and politically astute.
During the 1930s through the 1950s, the superintendent acted as an educational
statesman. The concept of seeing a superintendent as an authoritarian and business
manager was thrown out in favor of a more collaborative model that saw other
administrators with subject expertise work alongside the superintendent. Finally,
Callahan (1966) labeled the superintendent as an applied social scientist from 1954-1966.
The image of a superintendent was becoming “less idealistic and more realistic” (p. 218).
Superintendents and the leadership they provided were studied to find out what
exactly leadership was, and not what it should be. Superintendent leaders at this point in
time practiced the understanding and development of their people and organizations in
order to move the work of the district forward. Picking up where Callahan left off, Björk
(2005) contended that school districts in the middle of the 20th century became like
businesses and centralized their operations and created “large, comprehensive school
systems” (p. 2). This created a hierarchical chain of command that ran school much like
the businesses world they were preparing students to enter. Finally, Kowalski, McCord,
Petersen, Young, and Ellerson (2010) classified the modern superintendent as a
communicator. The centralized, top-down model of running school districts was replaced
with open communication, collaboration, and consensus-building by superintendents to
their constituents. This approach attempted to minimize the overt power structure and
attempted to create a more cooperative model of school district leadership.
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The school district superintendent is unlike any other traditional chief executive.
They are usually hired by the school board and become an agent of the school board;
thus, they are required to carry out policies adopted by the school board. Because the
board does not usually have the knowledge, background, or expertise in board
governance, and the superintendent is the resident expert on district affairs, the
superintendent is responsible for directing the board’s work and helps to shape the
organization of the meetings (Smoley, 1999). The superintendent has no veto power
regarding board voting decisions (Brierton et al., 2016; CSBA, n.d.; H. J. Tucker &
Zeigler, 1977). The superintendent must understand the dynamics of school board
decision-making and how to work with a team of people with sometimes conflicting
interests. Keeping a positive relationship and developing trust with the majority of board
members can lead to increased effectiveness and therefore a longer tenure (Björk &
Lindle, 2001; Covey & Merrill, 2006; Ford & Ihrke, 2016). Another role of the
superintendent is to meet regularly with the school board president to study the next
meeting’s agenda and discuss any items of interest or that need clarification. Meetings of
this type can assist the superintendent in learning about the president’s agenda, building
coalitions, and clarifying their message (White et al., 2016).
Politics of the Superintendent and School Board
Historically, the working relationship between a superintendent and his or her
board has been an important factor in the success or failure of a superintendent (White et
al., 2016). In fact, when superintendents have involuntarily left their post, their exit has
been attributed to school board and political issues (Thomas, 2001). Superintendent
careers are made and broken by both internal and external politics (White et al., 2016).
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Many superintendents lack the emotional and political acuity to work well with
their boards despite the wealth of literature that urges them to be more politically aware
(Björk & Lindle, 2001; Mountford, 2004; Muhammed, 2012; White et al., 2016). The
responsibility of building the positive relationship lies with the superintendent (Jimenez,
2012). When school boards and superintendents can agree on district priorities,
superintendent and board evaluation strategies, and strategic planning, achieving the
work of the district can be more successful (Namit, 2008).
Because the relationship between the board of education and the superintendent
can impact many facets of school administration including school performance (Alsbury,
2008, Larson, 2005; Petersen & Fusarelli, 2001), it is important for superintendents to
discover ways to work with their school board to positively influence their district and
students. To combat this problem, it is suggested that better superintendent preparation
be offered that includes complex design and understanding of political influences and that
help superintendents increase their interpersonal skill set (Björk & Lindle, 2001; Petersen
& Short, 2001). In addition, the literature suggests that political acuity is something that
can be learned through mentoring, practice, reflection, and role-modeling (White et al.,
2016). Politically intelligent superintendents understand that other’s perceptions of their
reputation and credibility affect their ability to influence school board decisions, and
those who learn how to work within their political realm will succeed in accomplishing
the work of their district (Petersen & Short, 2001; White et al., 2016).
Currently, there is immense pressure on school districts and thus superintendents
and school boards to close the achievement gap, raise test scores, provide for safe
learning environments, and provide high quality education to all students while balancing
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shrinking budgets. Also, community interest groups are now putting pressure on boards
of education to vote for certain issues (Petersen & Fusarelli, 2005). Superintendents must
become adept at navigating the relationships with their boards while trying to meet the
needs of other stakeholders, such as unions, parent groups, student groups, and
communities, who all have special interests that cannot be met by a single district budget.
Challenging sociopolitical dynamics and circumstances can lead to some board members
trying to micromanage the school district at the building site level and create chaos in the
board room. This type of school board and superintendent strife leads to poor
educational quality for students (Peterson, 2000). It is no surprise, then, to understand
that a superintendent’s influence on school board decisions depends on the types of issues
facing the board and whether board members have private, single-issue agendas, or are
willing to work collaboratively to achieve solutions (Petersen & Short, 2001).
The school board-superintendent relationship has intensified and become more of
a power struggle over time because of a variety of factors including lack of trust. These
include the fact that board members are not highly paid if at all, they serve part-time, they
are not usually professional educators, and the information they receive may be skewed
or biased; other reasons range from unclear role expectations, power struggles within the
community, and multiple motives and agendas for becoming a school board member
(Moody, 2008; Mountford, 2004; Smoley, 1999). Understanding the power politics
within their communities gives superintendents an advantage and can assist them in
furthering their agendas (Watson & Grogan, 2005).
The reality of politics in the school district cannot be denied; the superintendent
and board relationship is the heart of the political center and has intensified and become

49

more complex over time (Björk & Lindle, 2001; Moody, 2011; Petersen & Short, 2001).
Ever since school districts became centralized organizations that reflected the economic
and industrial model of business, the role of school board members has been politically
charged (Brierton et al., 2016). Oftentimes, the relationship between the superintendent
and school board can be described as strained, difficult, and even tumultuous (Mountford,
2004; Mountford & Brunner, 1999; H. J. Tucker & Zeigler, 1977). Understanding school
board motivation and the political styles and strategies of the board members can be a
significant help to the superintendent in creating a positive working relationship with
their board (Mountford & Brunner, 1999).
For instance, a school board member may have an agenda to oust the
superintendent or genuinely want to improve the school program. Another reason for a
person running for school board is to gain formal and informal power within the
community and the school district (Mountford 2004). These types of board members can
be difficult for superintendents to work with. Demonstrating power and control is a
paramount interest for these school board members and can derail the collaborative
process of school governance, causing disruption, trust issues, and power struggles
between school board members, members of the community, and school administration
(Mountford & Brunner, 1999). The identification of the motivating factors of board
members can assist a superintendent in creating a healthy and positive relationship
(Mountford, 2004; White et al., 2016).
The Superintendent and Effective Leadership
Leading effectively in today’s climate of high-stakes testing, budget difficulties,
school board politics, and union issues requires a school superintendent to become a
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proficient politician that is flexible, open to other’s opinions, and able to build consensus
to lead all stakeholders toward greater success for students (Brierton et al., 2016;
Treadway et al., 2014; Vaughn, 2010). A superintendent who consciously uses effective
leadership strategies can effect more change in his or her district than one who does not.
Superintendents also need to realize that every leadership move is a political move
(Duffy, 2006). In Thomas’s 2001 paper on public school leader effectiveness, she cited
the 1983 report A Nation at Risk as being the catalyst for reform and concentration on
effective strategies for a district leader to possess. Before that paper was published,
research focused on school site leaders and issues such as charter schools and vouchers
for parents (Björk et al., 2014; Kowalski et al., 2011; Thomas, 2001; Vaughn, 2010).
Since superintendents do not have the power to veto decisions and they act as an
advisory to the board, they must be able to establish a level of trust between themselves
and the board members so that they take counsel from the superintendent and trust them
to be the expert on issues that the board is not. If superintendents lose the board’s trust,
their relationship and informal authority is broken and they will no longer have the ability
to build consensus and drive decision-making at the board level (Banicki & Pacha, 2011).
Various authors have outlined effective leadership strategies for superintendents to use to
further the work of their district. Major findings include strategies such as practicing
appreciative inquiry, wisdom, honesty, providing inspiration, having excellent character,
engaging the community, transparent communication, building capacity through
collaborative professional development and teambuilding, and building a culture of risktaking and trust will help district leaders succeed (Black, Burrello, & Mann, 2017;
Hansell, 2017; Petersen & Short, 2001; Summers, 2015; Thompson, 2018; Vaughn,
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2010). Similarly, DiCanio et al. (2016) and Muhammed (2012) both cited professional
development and mentorship as a necessity for effective superintendent leadership.
Additionally, emotional intelligence and social astuteness are important skills for a
superintendent to possess (Treadway et al., 2014).
Political Strategies Used by Superintendents
Political skill is the ability to effectively understand others at work and use such
knowledge to influence others to act in ways that enhance one’s personal and work
objectives (Ferris, Davidson, & Perrewe, 2005). A skilled political leader has essentially
three tasks: Assess the situation, define ways to deal with it, and inspire and mobilize
support for the desired response (R. C. Tucker, 1995). To accomplish this, a leader must
have political skill. Superintendents are not typically well-versed in political acuity or
“playing politics” even though they are immersed in a highly political position that
requires knowledge of political strategies in order to succeed and thrive in their position
(Björk & Lindle, 2001; Jimenez, 2012; White et al. 2016). The relationship between
superintendents and their governing boards has traditionally been highly political, and
learning how to navigate that relationship can significantly impact the students, the
community, and program achievement (Petersen & Fusarelli, 2001). Moreover,
superintendents do not feel competent in developing the political strategies and insight to
improve the relationships with their board members (Ripley et al., 2013; White et al.,
2016). Therefore, understanding the type of political strategies they will use to work
successfully with their boards and accomplish the work of the school district is an
important skill.
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Because of the political nature of this relationship, it is important to examine how
superintendents can identify their political styles in addition to those of their board
members, and form strategies that assist them in being district leaders. School board
politics can derail a superintendent’s tenure and negatively affect the community and its
schools (Mountford, 2004). It is imperative that superintendents appreciate and
understand the political styles and strategies of each board member and become adept at
implementing effective political strategies to ensure a productive tenure at their position.
There is evidence that superintendents often use inadequate approaches in working with
their boards that increase, rather than decrease, tensions even knowing that they should
be more politically astute (Björk & Lindle, 2001).
School leaders must deal with people, and the more strategies they have to work
with stakeholders, the more successful they will be. Having the knowledge and skill to
use appropriate political strategies provides the confidence for leaders to understand that
politics is normal and necessary in organizations, helps them to identify their own
political style, builds political competencies, and assists them to lead ethically even in a
difficult political climate (White et al., 2016).
To that end, White et al. (2016) developed both internal and external strategies
that superintendents can use to further the work of their district and enhance their
effectiveness as leaders as seen in Table 1. Internal strategies are used within the
organization while external strategies are implemented with groups outside the school
district.
Some of these strategies are aligned with other researchers’ findings on effective
political skills and strategies and together form a robust reference guide for

53

superintendents. According to Ferris et al., (2005), highly politically skilled leaders
know which strategy to employ in the right situations, thereby creating successful
outcomes.
Table 1
Internal and External Political Strategies
Internal Strategies

External Strategies

Build trust
Uncover informal norms ASAP

Build trust
Create a political vision

Do your homework
Dig the well before you’re thirsty

You need to meet their needs, or they will
never meet yours
Simplify and clarify your message

Link agendas

Never let ‘em see you sweat

Management by walking around

Do your homework

Be open to their ideas

Know each decision-maker’s agenda

Empower others

Be aware of political blind spots

Make use of the chit system

Coalition building is a long term and
necessary strategy
“Working the community” is usually neither
interesting nor fun, but it’s necessary
Don’t wait to build networks ‘til you need
them
Include all sides

Expand the pie with “out of the box” thinking
Many messengers—same message—bigger
impact
Be aware of internal political blind spots
Where snipers dwell, plan meticulously

Positive responses to perceived dangers win
support
Ability to compete, intention to cooperate

Go slow to go fast
Benevolent environments yield risk-taking
and creativity
Knowing who trusts whom

Win-win solutions win more than win-lose
solutions
Count how many of your natural constituents
are voters
Celebrate everything

Float the idea
Use the accordion process to increase
involvement

The theory of small wins
Use conflict resolution techniques

Note. Adapted from The Politically Intelligent Leader: Dealing With the Dilemmas of a HighStakes Educational Environment (2nd ed.), by P. C. White, T. R. Harvey, and S. L. Fox, 2016,
Lanham, MD: Rowman & Littlefield.
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Trust
Demonstrating sincerity and trustworthiness is a foundational political strategy
used by successful superintendents (Treadway et al., 2014; White et al., 2016). Trust can
be achieved through behavioral integrity and interpersonal skills whereby leaders
consistently exhibit behavior that is in congruence with what they say and inspires the
confidence of others in their word (Brierton et al., 2016; Frieder & Basik, 2017). Trust is
gained through extending trust to others and understanding the interdependence of the
relationship. If there is an expressed need for two groups to be reliant on each other to be
successful and achieve goals, that interdependence creates a trusting bond between the
two parties (Judson, 2006; Treadway et al., 2014; White et al., 2016). Including others in
the decision-making process is also a helpful strategy in building trust with a school
board (Smoley, 1999).
Communication
Clear and transparent communication with board members and district
stakeholders was cited as one of the most effective political strategies that a
superintendent can use in order to work successfully with their board members. In
Giamarino’s 2019 study, she found that communication with board members should be
systematic and begin in the board member onboarding process. Additionally, she found
that clear and concise communication with internal and external stakeholders builds trust.
Other examples of communication as an effective political strategy are actively listening
to others, walking around and talking to employees and the community, and being open
to others’ ideas (Brierton et al., 2016; Judson, 2006; White et al., 2016). In fact, in
Thomas’s 2001 study, she found that if a board president knew a superintendent well, the
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president had a better perception of the superintendent’s effectiveness. Another
communication tool, according to R. C. Tucker (1995), is signalizing or alerting others to
the importance of an issue.
Especially in crisis or times of upheaval or dissention, using a communication
strategy such as forming a persuasive narrative of the issue can help to guide others to the
preferred conclusion (Boin et al., 2017). According to researchers, clear and frequent
communication can help a superintendent achieve that level of familiarity with the board
members and increase their value to board members (Annunziato, 2008, Thomas, 2001;
White et al., 2016).
Link Agendas
DeLuca (1999) referred to three steps to implement agenda linking: “Identify
multiple agendas, brainstorm the win-win possibilities, and build an action coalition” (p.
96). Agenda linking means marrying the agendas and finding the win-win solutions and
capitalizing on them in order to gain consensus for a project or issue (White et al., 2016).
Many leaders fail to realize or fail to take the time to identify the multiple agendas that
others hold. Ways to identify multiple agendas are to reach out to the informal
communication network, such as the local grapevine, and find out what people care
about. Watching body language, mood, and being very aware of others’ behaviors and
attitudes can also be clues to their agendas (DeLuca, 1999; White et al., 2016). Finding
common ground by linking agendas and discovering commonalities can be a support
system for a superintendent wishing to push his or her agenda.
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Networking
While networking can be thought of as simply meeting people and exchanging
information, for superintendents who want to experience a long and successful tenure, it
is much more. Astute school leaders use opportunities such as social gatherings, school
and sporting events, community events, and everyday interactions to network and build
relationships (Brierton et al., 2016). Networking is building relationships with others,
reaching out to others, positioning oneself in groups in a such a way that extends power
and expertise, and developing alliances (Annunziato, 2008; Ferris et al., 2005;
Giamarino, 2019; Judson, 2006; Treadway et al., 2014; White et al., 2016). Building
relationships, especially before they are needed, is a way for superintendents to lay the
foundation of influence and power in their organizations (Ferris et al., 2005; White et al.,
2016). Helping others, attending meetings that are important to one’s constituents, and
finding common ground with others will go a long way to building solid relationships
that pay off in goodwill and favor in the future (White et al., 2016).
Develop Coalitions
Forming coalitions both inside and outside the district office is one of the most
necessary yet often overlooked strategies of leaders (DeLuca, 1999; White et al., 2016).
This strategy is especially helpful to decrease resistance to change and mitigate the pain
and opposition to a proposed action or change. Superintendents must identify key players
in groups both internally and externally, assess their needs, and develop strategies to
align their agendas and seek solutions to their issues (Duffy, 2006). Forming a strong
coalition can help a superintendent further his or her agenda by gaining others’ trust and
support for it. This aligns with White et al.’s (2016) internal and external strategies of
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“digging the well before you’re thirsty and “many messengers—same message—bigger
impact” (p. 63).
Understanding the political motivations for school board members is key in
developing alliances with them. For example, in Alsbury’s 2003 study, he used Lutz and
Iannacone’s (1986) dissatisfaction theory as a frame for examining school board
turnover. Alsbury (2003) concluded that as community dissatisfaction increases, their
involvement in school affairs increases as well. A superintendent should be well aware
of the political reasons for school board member turn over as well as community politics
in order to build coalitions within the board.
Governance Training
According to Smoley (1999), superintendents feel that their interactions with their
board members is the most contentious part of their job. In fact, Smoley went on to say
that the board members have similar feelings about the superintendent. Ensuring board
members are well trained, have capacity to govern, and are aware of their roles and
responsibilities is an often-overlooked political strategy that can impact superintendent
achievement (Giamarino, 2019; Smoley, 1999; Thomas, 2001). This includes orientation
and training of new members and incumbent members. New board members may come
into their positions with preconceived notions of what proper policy and procedures are,
and it is crucial to onboard them as soon as possible to the district norms. A
superintendent can work with his or her board to ensure that onboarding and training is a
mandatory event whenever a new board member is elected. A comprehensive orientation
process can ensure immediate participation of the board (Carver, 2006). Major
disagreements arise between superintendents and their boards when there is a lack of
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clarity surrounding expectations, duties, and scope of authority (Thomas, 2001).
Governance training is a way to work proactively to clarify reasonable expectations.
Summary
Petersen and Short (2001) stated that “America’s future is inextricably linked to
the quality of its public schools, its K-12 educators, and the leadership of its
superintendents” (p. 562). Superintendent and board relations have an immense impact
on the quality of the education children receive, making political strategies of
superintendents and their board members an important topic of study.
Organizational politics is the use of power toward and through other people in an
environment inside and outside of the organization (White et al., 2016). There is research
to suggest that studies about superintendent and school board relations are performed
using old and outdated frameworks (Petersen & Fusarelli, 2001). Researchers propose
more testing and study to determine the impact of school board-superintendent relations
on agenda building and decision-making. This, in turn, could lead to new and important
information to aid the work of the superintendent (Petersen & Fusarelli, 2001).
Multiple researchers have concluded that increased levels of accountability, lack
of trust, changes in community and school demographics, and the varying personal
agendas and power struggles of board members have made the superintendent and school
board relationship more complicated and difficult than ever (Moody, 2011; Mountford,
2004; Petersen & Short, 2001; White et al., 2016). Moreover, superintendents feel that
they have been inadequately prepared for the politics of the office of the superintendency
and would like to see more professional development and preparation given to the
position (Petersen, Fusarelli, & Kowlaski, 2008).
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Lack of trust between the superintendent and board members can impede the good
work of the district getting done (White et al., 2016). Building relationships and trust is
the cornerstone of effective leadership (Covey & Merrill, 2006). Superintendents today
are faced with challenges never seen before, and they feel unprepared to develop the
strategies and tools necessary to lead their districts (Mountford, 2004; Ripley et al., 2013;
White et al., 2016). A more thorough awareness of the professional competencies of
public school superintendents that are perceived to be the most desirable for successful
employment can enhance dialogue between superintendents and boards of education and
decrease the level of ambiguity inherent to the position (Moody, 2008). Moody (2008)
found that additional research is needed to determine the most important school
superintendent competencies leading to better board–superintendent relationships.
A synthesis matrix was created that organized the variables, themes, concepts, and
ideas used in this study (Appendix A). The synthesis matrix is a strategy used by
researchers to show agreement among authors and research studies. For this study, the
matrix identified authors who contributed to the scope of knowledge, areas of agreement,
areas of incongruence, and assisted this researcher in synthesizing the information
presented in the literature review. Additionally, the synthesis matrix contributed to the
validity of the study.
Because of the limited availability of new studies that incorporate emerging
frameworks, new studies are necessary to assist superintendents in their roles as
educational leaders. Thomas (2001) and Moody (2008) called for new research on the
entire school governance system including the professional competencies related to
successful governance of a district that are necessary and would inform and better
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prepare potential superintendents for the political and managerial rigors of the job.
Understanding the political styles of the board members and superintendents and the
literature related to the accompanying frameworks and theories can lead to a better
understanding of operational governance and a development of new frameworks for
superintendents’ use and promote longer tenure and therefore higher program
achievement (Moody, 2011; Mountford, 2004; Petersen & Short, 2001; White et al.,
2016).
Chapter III describes the explanatory mixed methods methodology used in the
study and describes the process of the collection and analyzation of data. Following that,
Chapter IV describes the data collected, the research findings, and the results of the
research study. Finally, Chapter V describes the significant findings, conclusions,
implications for action, and recommendations for future studies.
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CHAPTER III: METHODOLOGY
Overview
This methodology chapter outlines the research design, population, sample,
instrumentation, and data collection and analyzation procedures used in this research
study (McMillan & Schumacher, 2010). The sequential explanatory mixed methods
study identifies the political styles of exemplary Regional Occupational Program (ROP)
superintendents and their school board members as well as strategies that exemplary ROP
superintendents use to work with the different political styles of their board members.
Ten peer researchers collaborated with faculty on the design and implementation of this
study, including the SurveyMonkey instrument and the interview questions and script.
Each researcher studied a different type of superintendent (rural, suburban, urban, small
school district, large school district). The researchers used White et al.’s (2016) The
Politically Intelligent Leader as a framework to identify the different political styles of
each board member and superintendent.
This chapter begins with the purpose statement and research questions used in the
study followed by an explanation of the research design that was chosen. Next, there is a
description of the population and sample used followed by an explanation of the data
collection instrument and analysis strategies. The chapter concludes with an explanation
of the limitations of the study and the conclusion.
Purpose Statement
The purpose of this sequential explanatory mixed methods study was to identify
the political styles of exemplary Regional Occupational Program superintendents and
school board members as perceived by Regional Occupational Program superintendents.
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In addition, the purpose was to identify and explain the political strategies exemplary
Regional Occupational Program superintendents use to work with the different political
styles of school board members.
Research Questions
1. How do exemplary Regional Occupational Program superintendents perceive their
own political style and the individual political styles of their school board members?
2. What are the strategies that exemplary Regional Occupational Program
superintendents use to work successfully with the different school board member
political styles?
Research Design
The research design used in this study is a sequential explanatory mixed methods
design as seen in Figure 4. Creswell and Creswell (2018) described this research design
as one in which “the researcher first conducts quantitative research, analyzes the results
and then builds on the results to explain them in more detail with qualitative research” (p.
15). Because the researcher uses both quantitative and qualitative research, the strengths
of each design are combined to provide a greater understanding of the research problem
(Creswell & Creswell, 2018). Additionally, according to McMillan and Schumacher
(2010), the advantages of conducting a mixed methods study include collecting more
comprehensive data and increasing the credibility of research findings from a single
method.
The quantitative portion of this study was conducted using a SurveyMonkey
instrument delivered via e-mail to each participant (Appendix B). Next, qualitative
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research was utilized through face-to-face semistructured interviews with each ROP
superintendent. Finally, all data collected were coded for themes and analyzed.

Quantitative
Data
Collection
and Analysis

Qualitative
Data
Collection
and Analysis

Identify
Results for
Follow-Up

Interpret
Results –
How
Qualitative
Explains
Quantitative

Figure 4. Explanatory sequential mixed methods design. From Research design:
Qualitative, quantitative, and mixed methods approaches, by J. W. Creswell and J. D.
Creswell, p. 218, 2018, Thousand Oaks, CA: Sage.
The selection of a sequential explanatory mixed methods design for this study was
appropriate because according to Creswell and Plano Clark (2018), “In this design, the
quantitative and qualitative data collections are related to each other and not independent.
One builds on the other” (p. 190). Moreover, the intent of this research design was to
have the qualitative data further explain the initial quantitative data (Creswell &
Creswell, 2018). Thus, the SurveyMonkey responses led to the further data collection
through face-to-face interviews that build on the data from the electronic survey
instrument.
Quantitative Research Design
Quantitative research designs are objective and measure data. Quantitative
research also seeks to determine relationships with an established set of procedures and
steps that guide the researcher (McMillan & Schumacher, 2010). Additionally, Roberts
(2010) said that nonexperimental quantitative inquiry begins with a specific plan, such as
a set of detailed questions from a survey, for example. Furthermore, according to
Creswell and Creswell (2018), a survey design “provides a quantitative description of
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trends, attitudes, and opinions of a population” (p. 146). In this research study, the
quantitative data were collected using a survey instrument that was developed for ROP
superintendents by the peer research team in collaboration with faculty advisors. This
survey was then sent to the superintendents via e-mail to determine the political styles of
themselves and their board members. The researcher subsequently used the data to
inform the interview and gather deeper meaning using qualitative data gathering.
Qualitative Research Design
Qualitative research is appropriate when attempting to understand a social setting
or activity based on the research participant’s perspective (Bloomberg & Volpe, 2016;
Patten, 2017; Patton, 2015). One of the purposes of using qualitative data collection in
this mixed methods study was to understand the strategies as well as the political styles of
superintendents and school board members as perceived by superintendents who were the
research participants. Another aspect of qualitative research is using the researcher as the
main instrument of data gathering, data analysis, and identifying themes. The fact that
the researcher has a history, interest, or affinity for the research topic is inherent in
qualitative research (Bloomberg & Volpe, 2016; Patton, 2015). Finally, Patten (2017)
stated that when little is known about a topic, qualitative research should initially be
favored.
After a review of the literature, the researcher found no studies that directly
address the political strategies that superintendents use to work with the different styles
of their board members. The above factors led this researcher to conclude that
conducting an interview to gather data for the qualitative portion of the study would be
the most effective method for this study and provide meaningful data. In addition to the
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interview, the researcher collected artifacts such as newsletters, district documents, and
website postings. Moreover, observations of recorded meetings such as board meetings
occurred. Compiling a minimum of one artifact per superintendent and conducting at
least one observation per superintendent when possible allowed the researcher to
triangulate the data, thereby ensuring a rich narrative of the qualitative data. The process
of triangulation compensates for the weaknesses that are inherent in qualitative design,
such as bias and small sample, and contributes to the validity of the study (Creswell &
Creswell, 2018).
Mixed Methods Research Design Rationale
Creswell and Creswell (2018) stated that a mixed methods research design
provides a better understanding of a research problem than either a qualitative or
quantitative study could provide on its own. Sequential explanatory mixed methods
design allows the researcher to first conduct the quantitative portion of the research
followed by the qualitative portion. In addition, the researcher uses the qualitative data to
further explain and report on the quantitative data (Creswell & Creswell, 2018).
The sequential explanatory mixed methods research design used in this study
allowed the researcher to quantitatively identify and examine the data relating to the
superintendents’ identified political styles and those of their board members. It also had
the advantage of introducing the definitions of the nine styles to each superintendent prior
to the interview. This lead time in the privacy of their own setting provided them an
opportunity to think through each board member and prepare more fully for the
interview. Subsequently, the political strategies used by ROP superintendents as they
work with the different political styles of their board members were identified and
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examined through the use of face-to-face interviews. The two-step process expedited the
interview and enriched the dialogue. The third step of collecting artifacts and conducting
observations triangulated the data and supported findings from the small sample. The
emphasis on discovering how the superintendents make sense of their strategies and why
they are effective is the basis and rationale for choosing the sequential explanatory
methodology in this mixed methods study.
Population
Creswell (2012) defined a population as a “group of individuals having one
characteristic that distinguishes them from other groups” (p. 142). In this study, the
population consisted of California ROP superintendents. ROP superintendents are
responsible to their school boards and have the duties and responsibilities defined in the
California Education Code. Using the California Association of College and Career
Readiness Organizations (CAROCP) website, the researcher found 45 organizations that
provide career technical education in California (CAROCP, n.d.).
Sampling Frame
The sampling frame is designated as a set of individual subjects with a similar or
common characteristic that a researcher can study (Creswell, 2012). Of the 45 ROPs
listed on the CAROCP website, there are 13 ROP organizations that classify their top
administrator as a superintendent, which is down from a high of 74 in the past
(CAROCP, n.d.; California Department of Education [CDE], n.d.). Other titles contained
in the CAROCP directory included director, coordinator, and administrator. These titles
may not include the duties and responsibilities of a superintendent and therefore were not
identified in the sampling frame. Furthermore, administrators without the title of
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superintendent may not work directly with their organization’s school board, eliminating
them from this study. There may be other ROPs in existence in California that are not
members of CAROCP. Therefore, the researcher also attempted to gather a listing of all
current ROPs through the CDE website. Because of the restructuring of the Career
Technical Education division and the number of ROPs in flux, that specific page of the
web site was being updated and was not available at the time of this writing. Therefore,
the 13 career technical education providers or ROPs with the title of superintendent in
California became the sampling frame.
Sample
From the sampling frame, the researcher then identified the actual sample, which
was defined by McMillan and Schumacher (2010) as “the group of subjects or
participants from whom the data are collected” (p. 129). The researcher used
nonprobability purposeful sampling to acquire participants in this study. The participants
were selected because of their availability to be representative and knowledgeable about
the research subject (Creswell & Plano Clark, 2018; McMillan & Schumacher, 2010). In
this case, the research subject was the strategies they use to work with the different
political styles of their board members. The sample was chosen based on their ability to
inform the research on strategies they use to work with the different political styles of
their board members and also on convenience and obtainability. The small number of
exemplary ROP superintendents are geographically diverse and spread throughout the
state of California. Because of the amount of time and the cost of travel, it was
determined that the sample should be one of convenience and obtainability.
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The team of peer researchers identified the criteria for exemplary superintendents.
Respondents must have met at least four of the identified conditions. These criteria
included the following:
• A minimum of 3 years of experience as a superintendent in current district or recently
departed district of less than 1 year removed
• Evidence of positive governance team relationships
• Identified by county superintendent as exemplary in working with board
• Identified by a panel of experts knowledgeable of work of superintendents
• Received recognition as an exemplary superintendent by a professional organization
such as ACSA, CAROCP, or other similar professional organization
• Received formal recognition by his or her peers
• Membership in professional associations in his or her field
• Participated in CSBA Masters in Governance training or other governance training
with at least one board member
The researcher narrowed the sample to identify exemplary superintendents based
on these benchmarks. Finally, Creswell (2005) recommended a minimum sample size
between three and five for a mixed methods research when the focus of the research was
on analyzing qualitative data. This smaller sample size of five participants provided
valuable information on this chosen topic (Myers, 2000). Further, the importance of this
purposeful sample was in the depth of knowledge, perceptions, and experiences of
superintendents working with board members with different political styles. The
importance of the data emerges from the comprehensive qualitative data obtained rather
than the total number of participants in research (McMillian & Schumacher, 2010).
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Instrumentation
This study used a sequential explanatory mixed methods design. The team of
peer researchers, in collaboration with faculty, developed both the quantitative survey
and the qualitative interview questions and procedure. The quantitative survey instrument
used structured questions to determine basic background data of the superintendents
including the selection criteria used for determining the sample. The survey also
identified their political styles and those of their board members.
The qualitative portion of this study included a semistructured interview. The
interview built on the information gathered in the quantitative portion to further explain
and explore the data. This mixed methods research design neutralizes the weaknesses
inherent in both qualitative and quantitative research methods, providing a richer and
fuller explanation of the data collected (Creswell & Creswell, 2018).
Following the approval from the Institutional Review Board (IRB) at Brandman
University, subjects in this research study were invited to participate in the survey via
e-mail communication that included a letter describing the study and an invitation to
participate that included a link to the survey instrument (Appendix C), a standard
Brandman participant’s bill of rights (Appendix D), a consent to record the interview
form (Appendix E), and a copy of informed consent form (Appendix F).
Quantitative Instrumentation
The survey instrument was designed specifically for this research study by peer
researchers and faculty and deployed using SurveyMonkey. The survey was sent via
e-mail to five exemplary ROP superintendents (Appendix B). In addition to obtaining
basic background, length of service, and level of governance training and education,
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superintendents were asked to classify themselves and each board member according to
the nine political styles provided from the book The Politically Intelligent Leader by
White et al. (2016). The survey was field-tested, as explained later in this chapter. After
the field test, the peer researchers met to discuss the results and made the adjustments that
were indicated before deploying the final version to participants. The data collected were
analyzed and helped to inform the subsequent collection of qualitative data through faceto-face interviews (Creswell & Plano Clark, 2018).
Qualitative Instrumentation
In a sequential explanatory mixed methods research design, the quantitative
results are further explored through qualitative data collection and analysis (Creswell &
Creswell, 2018). In this study, a semistructured face-to-face interview was developed by
the peer researchers and faculty and conducted with each peer researcher’s five research
participants. Bloomberg and Volpe (2016) cited that “semi structured interviews are used
to facilitate more focused exploration of a specific topic” (p. 155). After the initial
creation of the questions, collaborative meetings were held in which all peer researchers,
facilitated by faculty, worked to determine the final questions. The final interview
questions were designed so that the information collected would build on the quantitative
survey and further explain the data regarding effective strategies used with the different
political styles of the board members. There was also a set of probes within the script
that the researchers used to clarify statements and probe for further information
(Appendix G). A semistructured interview allowed for the participant to form individual
responses and expound on his or her thoughts. It also allowed for the interviewer to
explore with follow-up questions or seek clarification (Bloomberg & Volpe, 2016;
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McMillan & Schumacher, 2010; Patten, 2017). The team of researchers all utilized
consistent language and the same script to garner accurate and consistent results from all
participants. In this phase of the study, the researcher was the primary instrument of data
collection and attempted to find meaning and understanding of the strategies the
superintendents used to work with the different political styles of their board members.
Field-Testing
Field-testing of the survey instrument and the interview was conducted by each
peer researcher. This researcher’s field test was performed on a recently retired
exemplary ROP superintendent. The participant received an invitation letter with a link
to the electronic survey, the Brandman bill of rights, a consent to record form, a copy of
the informed consent, and the interview questions (Appendices C, D, E, F, and H). The
survey portion of the field test was completed via electronic survey through
SurveyMonkey. After completing the electronic survey, the participant was asked for
feedback on the instrument regarding clarity and effectiveness (Appendix I). During the
interview portion of the testing, a qualified observer was present and monitored the
process. Immediately after the interview, the observer completed a feedback form
(Appendix J). The participant also completed a feedback form based on interview
reflection questions (Appendix K). After all peer researchers completed their field tests,
they met with faculty to discuss the feedback given by the observer and participant and
determined whether there were needed modifications and edits to the instruments.
Adjustments were made as indicated by the feedback from the peer researchers’ team.
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Validity
While no test is perfectly valid, it is important to measure the degree of validity in
an instrument (Patten, 2017). Patten (2017) also stated, “A measure is valid to the extent
that it measures what it is designed to measure and accurately perform(s) the functions it
is purported to perform” (p. 71). To establish content validity, the faculty advisors
assisted in development and review of the instruments. They are experienced
superintendents, have worked with California School Boards Association (CSBA) in
board governance training, written and presented nationally on politics, and have more
than 50 years combined experience in research at the university. Both instruments were
field-tested with a retired ROP superintendent who met all the criteria for the sample but
was not part of the sample for this study. Edits and modifications were made to the
instruments based on their suggestions and feedback. Member checking the transcription
of each interview added to the validity of the results. After the interviews were
conducted, respondents were given a copy of the transcript of their interviews and were
able to verify accuracy, offer feedback, or suggest edits.
Bloomberg and Volpe (2016) stated that triangulation is “a process of using
multiple perceptions to clarify meaning” (p. 154). Validity was further established
through the triangulation of observations and multiple types of artifacts, such as district
website documents, board agendas and minutes, board meeting recordings, district
newsletters, and other pertinent information, analyzation of interview data, and survey
responses. Furthermore, the creation and use of a synthesis matrix (Appendix A)
contributed to the validity of the study. Using a variety of data and methods creates a
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stronger study and lessens the chance of a misinterpretation of the results (Bloomberg &
Volpe, 2016).
Reliability
Patten (2017) stated, “To be useful, a measure must be both reliable and valid” (p.
84). According to Roberts (2010), “Reliability is the degree to which your instrument
consistently measures something from one time to another” (p. 151). While Patten
(2017) claimed that “validity is more important than reliability” (p. 83), this research was
attentive to both. To enhance the reliability of the quantitative portion of the study, the
quantitative instrument was deployed over 50 times by 10 peer researchers. To ensure
reliability in the qualitative measures used in this study, the researcher used the identical
interview materials with each subject. A script was developed to insure consistency
(Appendix G). All participants were given the same information and asked the same
questions throughout the study. The interview questions and the survey were both piloted
10 times with 10 peer researchers and 10 current or retired superintendents. The
feedback results from these pilots were compared, and changes were made to increase
reliability as needed. Additionally, a qualified professional with a doctorate using
interview protocols observed the interviews and provided feedback to ensure that they
were validly conducted. Reliability was also enhanced using intercoder reliability, which
involves using a peer reviewer in performing a review of 10% of the transcript and
reaching a minimum standard of 80% consistency on the coding.
Data Collection
Creswell and Plano Clark (2018) described the data collection procedures for
explanatory sequential mixed methods research as “collecting quantitative data, analyzing
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the quantitative data, and using the results to inform the follow-up qualitative data
collection” (p. 190). For this study, both quantitative and qualitative data were collected
from each study participant. Prior to any data collection, however, the researcher
completed the National Institutes of Health (NIH) training related to protecting subjects’
privacy during the study (Appendix L). Additionally, approval was received from
Brandman University Institutional Review Board (BUIRB; Appendix M) and all
procedures were meticulously followed during the data collection process.
Letters were sent to all participants that invited them to participate in the study
and outlined the procedures of data collection and confidentiality, both through the
survey and interview process (Appendix C). Participants also received and signed all
required documents and forms such as the informed consent form, the Brandman Bill of
Rights, and the consent to audio recording form. The researcher kept copies of these
signed consents on file. Moreover, participants were assigned and referred to as a letter,
instead of their name to further ensure anonymity (Superintendent A, Superintendent B,
and so on). Recordings of all interviews were made using an audio-recording device, and
all recordings were transcribed via an online transcribing service, Temi.com. All copies
of recordings and transcripts were kept confidential and locked in a home safe until
destroyed. Finally, respondents were given a copy of the transcript of their interviews
and were able to verify accuracy, offer feedback, or suggest edits. As mentioned
previously, this added to the validity of the results. Once all transcripts were verified and
edited, the recordings were erased, and the paper and electronic copies were permanently
destroyed within 3 years.
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Quantitative Data Collection
Prior to participating in the survey, respondents were sent an invitation to
participate in the study (Appendix C). This letter contained a confidentiality clause and
the SurveyMonkey link that was specific to only that participant. Additionally, each
participant was required to read the informed consent document and digitally sign as
acknowledgement of his or her voluntary participation in the study in order for the survey
to open to him or her. Moreover, each respondent had a unique code so that the
researcher could give him or her a copy of the survey results as a reference to use in the
interview. The data collected through the survey were then organized for clarity and
informed the face-to-face interview procedures.
Qualitative Data Collection
Face-to-face interviews were conducted to collect the qualitative data for this
study. The interviews were semistructured, and the questions were developed by the peer
researchers and faculty. During the interviews, the researcher asked questions in the
same order with each participant and asked clarifying questions and probed for specific
answers when necessary. The researcher used a recording device and also took
observation notes as necessary throughout each interview. After each interview, the
material was transcribed and sent to the participant for review and accuracy. In addition,
the researcher also collected artifacts from each participant. Some of these artifacts
included district newsletters, board meeting agendas and minutes, district flyers, and
other communications. The researcher also created observation field notes when
observing the study superintendents.
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Data Analysis
This study used a sequential explanatory mixed methods design. The analysis of
quantitative data informs the qualitative data analysis; they are dependent and related to
each other (Creswell & Plano Clark, 2018). Both quantitative and qualitative data were
collected and analyzed using electronic surveys and face-to-face interviews with five
exemplary ROP superintendents. Additionally, acquired materials and evidence were
evaluated and triangulated along with the quantitative and qualitative data to build and
confirm support for identified codes and themes (Creswell & Creswell, 2018). The
researcher identified the findings through the analysis of the data from both qualitative
and quantitative data collected.
Quantitative Data Analysis
The quantitative data were obtained through the completion of a survey through
SurveyMonkey by the five exemplary superintendents. They were asked to provide
demographic information and identify their political style as well as those of their board
members. Through the respondents’ answers, the researcher was able to gather objective
data, such as level of education of the superintendents, years of experience, age, and the
choice of political styles of the superintendent and their board members. The data were
analyzed using descriptive statistics, such as mean, median, and mode.
Qualitative Data Analysis
Qualitative data were analyzed after the transcription of the face-to-face
interviews with the exemplary ROP superintendents. McMillan and Schumacher (2010)
stated, “The primary data of qualitative interviews are verbatim accounts of what
transpires in the interview session” (p. 360). For this reason, the researcher took
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handwritten notes and utilized an audio recorder during the interview sessions. The
transcriptions were performed by Temi.com. The transcripts were then sent to each
superintendent for verification of accuracy. Next, the qualitative data were coded for
themes and frequencies using NVivo software. Creswell and Creswell (2018) outlined
the process for analytic memoing as organizing the data, generating descriptions and
themes, representing the descriptions and themes, and finally utilizing specific coding
procedures. Using NVivo, it was possible to accomplish this through identifying themes
throughout the data, developing codes or examples that fit within those themes, and then
grouping those codes into their corresponding themes. This process was used on all
qualitative data, including interviews, artifacts, and observations, to develop codes to
address the research questions. These codes are identified and summarized in tables in
Chapter IV. A peer researcher coded 10% of the data to ensure reliability of results to the
minimum standard of 80% agreement.
Limitations
Limitations are external conditions that can restrict the implementation of a study
or affect the outcome of a study. Limitations can also negatively affect the results or the
ability for the research to be generalized to a larger population. It is important to
explicitly state the limitations of the study and explain exactly how the researcher plans
to mitigate the challenges (Bloomberg & Volpe, 2016; Roberts, 2010). For this study
there were multiple limitations that could affect the research such as sample size,
researcher bias, time, distance, and the subjective assessment of interviewees.
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Small Sample
One major limitation of this study is the small sample size. At one time,
California had 74 Regional Occupational Centers. However, because of many economic
and societal factors, that number dwindled to 45 career technical education provider
organizations, and only 13 of those were ROPs with superintendents at the helm.
Another contributing factor to the small sample size was that not all ROPs in the state
may be members of CAROCP. Additionally, the data on ROPs were not available on the
CDE website. Because the sample of five was very small, the results of this study may
not be generalized to other categories of superintendents or other geographical areas.
Researcher Bias
Another limitation is researcher bias. Good researchers clarify biases brought to
their particular research study regarding background, experience, gender, culture, and
other categories that may be important for the reader to know (Creswell & Creswell,
2018). In this case, the researcher has been working in the educational field for over 13
years and has experience as both an ROP superintendent and as an elected school board
member in a K-12 district. She brought her own experience and perceptions to the
research. To mitigate potential bias, the researcher examined and reflected on her biases
and how they could impact this study. Bloomberg and Volpe (2016) stated that a
“reflective stance is an imperative; that is, reflexivity implies the explicit selfconsciousness on the part of the researcher, including social, political, and value
positions” (p. 54). For this reason, throughout the process of data collection and analysis,
the researcher engaged in ongoing critical evaluation of thoughts and biases through
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observations, participant review of interview transcripts, introspection, journaling, and
conversations with other researchers on this subject.
Time
An additional limitation is time. Engaging exemplary superintendents for a
survey or an interview would be difficult; engaging superintendents for both a survey and
an interview proved to be daunting. Superintendents are typically very busy with limited
time for external engagements. Moreover, data collection and interviews needed to take
place before the winter break; thus, time was of the essence. For these reasons, the
researcher made sure to accommodate their schedules and coordinate the interviews at a
time and place that was convenient for each superintendent. The researcher also limited
the interviews to 1 hour to respect their time constraints. However, restricting the time
for interviews may have reduced the potential for full disclosure and important examples.
This was mitigated by allowing the interviewees to review transcripts to correct
misimpressions.
Distance
Distance as a limitation was present because of the geographically large area that
this study covered. Exemplary ROP superintendents are found throughout the state of
California, and the researcher took into account travel time to get to and from the
interviews. Therefore, some superintendents who may have had valuable information to
share may have been left out of the study because of logistics related to distance.
Subjective Assessment of Interviewees
The subjective nature of interviews is a concern as a limitation of this study. The
researcher had to rely on the superintendents’ memories, assumptions, and perceptions.
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However, this limitation was mitigated by being aware of their subjectivity and probing
their statements to deepen their reflection and gain accuracy and perspective.
Summary
This chapter began with a review of the purpose of the sequential explanatory
mixed methods study of exemplary ROP superintendents, their perceived political styles
and those of their board members, and the strategies they use to work with the different
political styles of their board members. This chapter also examined research questions,
population, sample, and instrumentation, validity, and reliability. Additionally, Chapter
III covered the processes for data collection and analysis. Finally, limitations of this
study were discussed. Chapter IV encompasses the outcomes and findings, and Chapter
V discusses the major findings and conclusions for this study.
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CHAPTER IV: RESEARCH, DATA COLLECTION, AND FINDINGS
Overview
This study examines the political styles of exemplary Regional Occupational
Program (ROP) superintendents and their school board members as perceived by the
superintendents. This study also identifies the political strategies that superintendents use
to work with their board members. This chapter reiterates the purpose of the study and
the research questions, followed by an explanation of the research methods, data
collection procedures, population, sample, and demographic data of the study
participants. Finally, there is a presentation and analysis of data, followed by a summary
of this chapter.
Of special note, the English language does not have a gender neutral or third
gender pronoun available to describe the responses of participants without disclosing the
gender element of their identity. Therefore, to maintain confidentiality and anonymity,
the researcher has elected to use the pronoun they to describe participants, rather than the
specific pronouns he and she.
Purpose Statement
The purpose of this sequential explanatory mixed methods study was to identify
the political styles of exemplary Regional Occupational Program superintendents and
school board members as perceived by Regional Occupational Program superintendents.
In addition, the purpose was to identify and explain the political strategies exemplary
Regional Occupational Program superintendents use to work with the different political
styles of school board members.
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Research Questions
1. How do exemplary Regional Occupational Program superintendents perceive their
own political style and the individual political styles of their school board members?
2. What are the strategies that exemplary Regional Occupational Program
superintendents use to work successfully with the different school board member
political styles?
Research Methods and Data Collection Procedures
For this sequential explanatory mixed methods study, the data collection
instruments were developed by a team of peer researchers along with the guidance and
expertise of faculty chairs. Two instruments were created. First, an electronic survey
was used to collect quantitative and demographic data from the five exemplary ROP
superintendents (Appendix B). The electronic SurveyMonkey collected data on what the
superintendents perceived as their own political style and those of their board members.
Following the collection and analysis of quantitative data, the researcher conducted a
semistructured interview with each participant to gather qualitative data. The interview
expanded on the data collected through the electronic SurveyMonkey (Appendix B). The
peer researchers developed an interview protocol for use during the semistructured
interview (Appendix G) and used prompts in order to gather details about the subject’s
opinions. The data collected during the interview process included the superintendents’
lived experiences with their board members and political strategies used to work with
their board members. Five interviews were conducted and lasted from 24 to 73 minutes
each, with the average length of the interview at 49 minutes. Finally, observations of
three of the superintendents at work were conducted, and artifacts such as newsletters,
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social media accounts, web site documents, board agendas and minutes, and other
materials were gathered from all five superintendents to triangulate the data and to
provide a deep and thorough understanding of each study participant, their board
members, and their district.
Population
In this study, the population consisted of California ROP superintendents.
According to California Association of College and Career Readiness (CAROCP, n.d.),
there are 45 ROPs in California. However, not all ROPs have a superintendent as their
top administrator. Some ROP organizations classify their leaders as director, executive
director, administrator, or coordinator. These administrators may not be the top-level
executive of the organization and may not report directly to the board. Therefore, only
13 ROP administrators with the title of superintendent were considered for this study.
Sample
The sample consisted of five exemplary ROP superintendents in the state of
California. The sample was chosen based on their ability to inform the research on
strategies they use to work with the different political styles of their board members and
also on convenience and obtainability. To participate in the study, the superintendents
must have met at least four of the following criteria:
• A minimum of 3 years of experience as a superintendent in current district or recently
departed district of less than 1 year removed
• Evidence of positive governance team relationships
• Identified by county superintendent as exemplary in working with board
• Identified by a panel of experts knowledgeable of work of superintendents
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• Received recognition as an exemplary superintendent by a professional organization
such as ACSA, CAROCP, or other similar professional organization
• Received formal recognition by his or her peers
• Membership in professional associations in his or her field
• Participated in CSBA Masters in Governance training or other governance training
with at least one board member
The five study participants were selected through nonprobability purposeful
sampling because of the small number of ROP superintendents. The participants were
selected because of their availability to be representative and knowledgeable about the
research subject (Creswell & Plano Clark, 2018; McMillan & Schumacher, 2010).
Furthermore, Creswell (2005) recommended a minimum sample size between three and
five for a mixed methods research study when the primary focus of the research is on
analyzing qualitative data. Ten peer researchers completed this study with five
participants, resulting in a total survey pool of 50 study participants. Contact information
for possible subjects was obtained through the CAROCP website. Participants were
contacted via e-mail to request participation in the study.
Demographic Data
Tables 2 and 3 describe the demographic data of the participants in the study.
Superintendents were each assigned a number, and no identifying information was used,
including the personal or district information, thereby maintaining the confidentiality of
the participants, their schools, and their districts. Table 3 presents the match of
exemplary criteria to study participants.
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Table 2
Study Participant Demographic Data
Total years of
Study
service as
participant superintendent Gender

Age
range

Terminal
degree

Governance
training

Board
member
election

1

8

F

41-50

Ed.D.

External consultant By area

2

3

F

51-60

Ed.D.

External
consultant/ other
Governance
training

By area

3

3

F

41-50

Ed.D.

Other governance
training

By area

4

15

M

51-60

5

12

F

51-60

M.A./M.S. External
consultant/ other
governance
training
CSBA/ external
Ed.D.
consultant/ other
governance
training

At large

By area

Table 3

X
X
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X

X

X
X

Participated in
governance training

X

X

Membership in
professional
organization

X
X

Recognition by Peers

X

Recognition as
exemplary by
professional
organization

Evidence of positive
governance team
relationships
X
X
X
X
X

Identified by a panel of
experts

X
X
X
X
X

Identified by county as
exemplary

1
2
3
4
5

Minimum 3 years in
current district or less
than 1 year departed

Study participant

Exemplary Criteria: ROP Superintendents

X
X
X
X
X

X
X
X
X
X

All participants have served as superintendent for over three years, with two
participants serving over ten with the same district. Two participants are in the 41-50 age
range while three are in the 51-60 age range. All but one participant hold doctoral
degrees. All five of the study participants completed governance training through CSBA,
an external consultant, or other means. Finally, all but one ROP elects their board
members by area.
All study participants met the minimum study criteria of matching at least four of
the eight criteria, as demonstrated in Table 3. One study participant met all eight criteria.
Three participants met six criteria, and one study participant met five criteria.
Presentation and Analysis of Data
This section presents the findings of both the quantitative and qualitative data
collected in this study related to the political styles of superintendents, the perceived
political styles of their board members, and the political strategies the superintendents use
with their board member political styles. These data include the electronic survey
instruments, the face-to-face semistructured interviews, observations, and artifacts
collected.
Data Analysis
Quantitative data collected from SurveyMonkey were analyzed for participants’
demographic data and the self-categorization of their own political styles and the political
styles of their board members. The researcher analyzed the perceived political styles of
the exemplary ROP superintendents and the political styles of their board members. This
analysis provided information related to the perceived political styles of exemplary ROP
superintendents and their board members.
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Qualitative data were collected through semistructured recorded interviews.
Interviews were then transcribed through a web-based service and sent to the participants
for verification. Once the transcriptions were verified by the participants, the researcher
used NVivo software to code the data for themes. Themes emerged based on the number
of occurrences, or frequencies, of certain strategies that were used with each political
style. Tables were created to further analyze and explain the strategies that
superintendents used to work with the different political styles of their board members.
Reliability
Survey and semistructured interview data were triangulated with artifacts,
observations, and objects collected through research. Descriptions of the triangulated
data are presented with each research question. Data were further validated through peer
research review, which included a review of at least 20% of the qualitative data. The
peer researcher independently coded the qualitative data from one of the five interviews
to determine that codes and themes were consistently applied, resulting in an 85%
agreement of the coding.
Research Question Results
Quantitative Data Results
Study participants completed a SurveyMonkey (Appendix B) that was created by
the 10 peer researchers along with guidance from the faculty chairs. The data obtained
through the survey included demographic data and political style data designed to answer
the first research question: How do exemplary Regional Occupational Program
superintendents perceive their own political style and the political styles of their school
board members? The superintendents identified their own political styles and those of
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their board members, as they perceived them. Table 4 outlines the self-described
political styles of the superintendents.
Table 4
Political Styles of Exemplary ROP Superintendents
Goal/initiative

Self-interests

Blended interests

Organizational interests

Assertive

Challenger 0 (0%)

Arranger 1 (20%)

Strategist 3 (60%)

Engaged

Planner

0 (0%)

Balancer 0 (0%)

Developer 1 (20%)

Passive

Analyst

0 (0%)

Adaptor 0 (0%)

Supporter 0 (0%)

The five study participants each categorized their own political styles. Of the five
exemplary ROP superintendents in this study, three self-identified their political style as
strategists, one as an arranger, and one as a developer. The majority of superintendents
self-identified as having organizational interests (80%), and one classified themselves as
having blended interests (20%). No superintendent self-identified as having self-interest
or passive style.
The quantitative survey also asked the superintendents to identify the political
styles of their board members. Each superintendent works with board members who are
appointed to the ROP district board through their positions as elected school district
board members. The participant superintendents in this study work with a total of 28
board members. Two of the ROPs have four board members each, two ROPs have seven
board members, and one ROP has six board members. Table 5 illustrates the perceived
political styles of board members, as identified by their superintendents.
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Table 5
Political Styles of Board Members as Perceived by exemplary ROP Superintendents
Goal initiative

Self-interests

Blended interests

Organizational interests

Assertive

Challenger 0 (0%)

Arranger 1 (4%)

Strategist

6 (21%)

Engaged

Planner

1 (4%)

Balancer 4 (14%)

Developer 10 (36%)

Passive

Analyst

0 (0%)

Adaptor 2 (7%)

Supporter 4 (14%)

The five participating superintendents work with a total of 28 board members.
The results of Table 5 demonstrate that the superintendents perceived the majority of
their board members align with the political style of developer (36%), followed by
strategist (21%), balancer (14%), and supporter (14%). Superintendents identified only
two board members as adaptors, and only one as planner and one as arranger. No
superintendents felt their board members’ political styles aligned with either challenger
or analyst. The superintendents ranked the majority of their board members with having
organizational interests (70%), followed by blended interests (25%). One superintendent
classified one of their board members as aligned with the self-interest political style of
planner (4%).
Another way to view the data of the described political styles of board members is
by the individual superintendent. Table 6 describes the political styles of each board
member as perceived by the individual ROP district superintendent.
Superintendent 5 had the most diverse board, with four different political styles of
board members. Superintendents 1 and 2 each had three different styles represented in
their board members, and Superintendents 3 and 4 each had two different political styles
of board members. Developers constituted the most represented political style of board
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members, with superintendents classifying 10 board members as exhibiting that particular
style. The next most frequent political style was strategist, with six board members,
followed by balancer and supporter, each with four board members with these styles.
Finally, the adaptor style had two members with that style, and the planner and arranger
styles each had one board member classified in those styles.

Table 6
Political Styles of ROP Board Members by Participant Superintendent
Supt.

Planner

Supt. 1

Arranger

Balancer

1

2

Adaptor

Strategist

Developer Supporter
1

Supt. 2

3

3

Supt. 3

3

4

Supt. 4
Supt. 5
Total

1
1
1 (4%)

1 (4%)

2

1

4 (14%)

2 (7%)

1
3

2
6 (21%)

10 (35%)

4 (14%)

Qualitative Data Results
Qualitative data were collected through semistructured recorded interviews with
each participant. All interviews were conducted in person, with the exception of one,
which was completed via computer using video and sound through Zoom software. The
interview protocol (Appendix G) was developed by the peer research team in
collaboration with the faculty chairs. This interview protocol was designed to answer the
second research question: What are the strategies that exemplary Regional Occupational
Program superintendents use to work successfully with the different school board
member political styles? Following the coding of interview data and triangulating that
data with artifacts and observations, many strategies emerged that outlined how
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exemplary ROP superintendents worked with the different political styles of their board
members. Specifically, Figure 5 indicates by theme the number of different strategies
superintendents use with each political style.

Themes for Each Political Style
6

SUPPORTER

7

ADAPTOR
0

ANALYST
DEVELOPER

11

BALANCER

8

PLANNER

4

STRATEGIST

7

ARRANGER

4

CHALLENGER

0
0

2

4
Passive

6
Engaged

8

10

12

Assertive

Figure 5. Themes for political strategies used by superintendents for each political style.

Seven political styles were identified by the five exemplary superintendents. The
political styles of challenger and analyst were not identified by any of the superintendents
as being applicable to their board members. The political styles with the most themes
were shown to be in the engaged styles of developer, balancer, and planner with a total of
23 themes. Next, the passive political styles of supporter and adaptor yielded the next
highest number of themes with 13. Finally, the assertive styles of strategist and arranger
generated the fewest number with 11 themes.
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Next, frequencies were determined for each theme from observations, artifacts,
and the transcribed interviews. Figure 6 identifies the frequencies of strategies within
each political style theme.

Frequencies of Themes for Each Political
Style

12%
13%

Arranger 25

8%

Strategist 50

16%
6%

Planner 20
Balancer 43
Developer 98

31%

14%

Adaptor 40
Supporter 38

Figure 6. Frequencies of strategies for each political style.

Figure 6 identifies that the political style of developer generated the highest
frequency of strategies with 98 or 31% of all frequencies in the study. The political style
of developer also produced the greatest number of themes at 11, as shown in Figure 5.
The next highest number of frequencies was shown with the political style of strategist
with 50 frequencies, or 16% of all frequencies. Next highest frequencies were produced
with balancer with 43 frequencies, or 14% of the total frequencies. Very similarly,
adaptor style had 40 frequencies, and supporter style had 38 frequencies, which
represented 13% and 12% of the total frequencies respectively. The two final political
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styles that generated frequencies were arranger with 25 frequencies and 8% of total
frequencies and planner with 20 frequencies and 6% of total frequencies. Challenger and
analyst had no frequencies as no superintendents classified their board members with
those political styles.
This section further reviews effective and ineffective strategies that
superintendents use based on political style. First, assertive styles are reviewed (arranger
and strategist), next engaged styles are examined (planner, balancer, developer), and
finally, passive styles are discussed (adaptor and supporter).
Political Strategies Used by Superintendents With Board Members
Study participants were asked to identify their own political style and those of
their board members through an electronic survey. The political styles were taken from
The Politically Intelligent Leader: Dealing With the Dilemmas of a High-Stakes
Educational Environment (White et al., 2016). The peer research team, along with
guidance from the faculty mentors, created operational definitions for each political style.
Next, during the qualitative semistructured interviews, the superintendents expanded on
their perceptions of each board member’s political style. This information was then
triangulated with observations and artifacts collected by the researcher.
Arranger. Arrangers use a political style in which they are assertive in pursuing
their goals that are a blend of both organizational priorities and their own self-interests.
They build a power base by connecting with many people. Arrangers will take risks to
advance their goals and are strategic in combining resources (DeLuca, 1999; Effelsberg
et al., 2014; White et al., 2016).
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Effective strategies. During the semistructured interview, the one study
participant with a board member identified as arranger was asked about the strategies
they use to work effectively with the arranger board member style. After coding the
interview data, four themes emerged that encompassed effective strategies used by the
superintendent with their board member whom they identified as having an arranger
style. These strategies are depicted in Table 7.

Table 7
Effective Strategies for Arrangers

Theme

Interviews

Artifacts

Observations

Total

Frequency

Anticipate concerns

1

1

0

2

5

Continuous communication

1

4

1

6

10

Do your homework

1

0

1

2

5

Follow up

1

0

1

2

5

Total sources

12

Total frequencies

25

The theme with the greatest number of frequencies was continuous
communication, which was referenced four times in the interview and witnessed in an
observation and also evidenced in four artifacts. The next most frequent themes were do
your homework, follow up, and anticipate concerns, with two references each. The
superintendent working with the arranger noted how they see the arranger as having
blended interests and the importance of working with their community interests:
So for example, he sits on the board of a local community-based organization and
with us doing community classroom, it was extremely important to him that that
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he get us connected to his community-based organization so that they can be
considered for a community classroom thing.
Additionally, the superintendent working with the arranger identified follow-up as
an effective strategy in order to work effectively with that board member:
He is someone who’s very much about following up on the things that are
important to him and all of them follow up. But he’s very pointed about what
those things are. And so for that one, it was about connecting to that communitybased organization. And then following up.
The superintendent does this with phone calls and e-mails and makes sure to address
current timelines of projects in their weekly e-mail briefing to the board.
The strategy of continuous communication is the most frequently cited effective
strategy for this board member. The superintendent described how they must keep this
board member in the loop about matters important to this board member and to anticipate
concerns that they might have:
He’s very rational. He’s very logical and things need to go from A to B to C and
don’t skip. And if you do skip, you better have a reason why you are skipping.
It’s just better for you if you explain the reason before he has to ask you about it.
Ineffective strategies. The superintendent was also asked about strategies that
were not effective in working with their board member whom they identified as arranger.
They described a communication style that would not work with this person would be to
leave them on their own and not keep in touch or follow up on issues or tasks that were
important to this board member: “So, in other words, don’t ignore [him], don’t ignore
[him] and don’t make [him] repeat [himself].” Newsletters and website articles are
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instances of continuous communication that can help to mitigate the challenge of giving
this board member enough information.
Strategist. Strategists are visionary, open to new ideas, and collaborative. They
empower others and model the organization’s values. Supporting organizational interests
over self-interests, they strategically use a variety of approaches to propose new
initiatives, engage diverse stakeholders, elicit commitment, and make purposeful
decisions (DeLuca, 1999; Dergel, 2014; White et al., 2016).
Effective strategies. Two of the five superintendents in this study cited a total of
four strategists on their boards. Through coding of transcripts and triangulation with
artifacts and observations, seven strategies emerged that are effective with board
members identified as strategists. Table 8 identifies these strategies along with the
frequency of each occurrence.
Table 8
Effective Strategies for Strategists
Theme

Interviews

Artifacts

Observations

Total

Frequency

Anticipate concerns
Go slow to go fast
Just the facts
No surprises
Support their district goals
Transparency
Use preferred
communication style
Total sources
Total frequencies

1
1
2
2
2
2
2

2
2
4
3
5
2
4

1
0
1
0
0
0
2

4
3
7
5
7
4
8

4
4
7
6
12
7
10

38
50
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The themes of support their district goals and use preferred communication style
were the most often-cited strategies that were effective for board members classified as
strategists. Just the facts and transparency were the next most used strategies
implemented by superintendents, followed by no surprises, go slow to go fast, and
anticipate concerns respectively.
Support for their district goals was evident in newsletters from both
superintendents who classified their board members as strategists. Every newsletter
depicted evenly the programs and achievements of students in each ROP partner district.
Furthermore, board agendas cited each district separately when discussing achievements
or future programming. Observations of both superintendents collected data related to
use preferred communication style. For instance, during one observation, a
superintendent asked her assistant to set up a phone meeting with one board member, and
when asked whether they wanted phone calls with the other board members, they
remarked that the others preferred text and e-mail.
One superintendent learned from their strategists’ leadership style and
incorporated it into their working position as superintendent: “And then two [board
members] that I’ve worked closely with and been able to learn and grow from their
leadership style, which I definitely considered to be strategists. They’re innovative.
They have come up with concepts for the organization.” Another superintendent
remarked how strategists are big picture thinkers and have a high commitment to the
ROP organization: “So I think they’re always looking at how to move the organization
forward. They always look at the whole community, all stakeholders.” Strategists can be
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highly engaged and give superintendents direction on the future of the ROP
programming:
So, they’re the ones that are always sending me e-mails, Hey, have you thought
about this? Why don’t we do this? In my evaluation, they’re the ones that give
me more of tasks if you will. Would you consider doing this organizationally
wide?
Moreover, strategists want to focus on the topic at hand and not get bogged down in
discussion and details. In other words, superintendents know to use a just the facts
mentality with their strategists:
They seem to be a little less tolerant of, I don’t want to say, you know, the, okay,
let’s talk this out. Let’s, you know, they are by nature, those that want to get to
the answer the quickest but not rush it. They don’t want the peripheral things.
They don’t want me to say all the things that surrounded issue, they want to know
the issue and how are we going to resolve it or know the issue and what do we
need to get to a resolution.
Ineffective strategies. Most superintendents classify their strategists as positively
influencing their board. However, one superintendent reflected on how communication
style is paramount in keeping a positive and healthy relationship with their strategist:
“They seem to be less tolerant of talking it out. . . . They are by nature the ones who want
to come to a decision the quickest.” While over communication and providing detail are
strategies that work well for planners and analysts, they will not work well with
strategists. One superintendent described the different communication styles that work
with strategists this way:
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I think with their mindset, they are strategic in the sense that they look at
outcomes and they don’t take the time to see how they got there. When I call on
them or need something from them, I just state the facts, right?
Planner. Planners demonstrate modest initiative in political ventures and are
typically focused on self-interests rather than organizational interests. Planners gather
and analyze data for potential personal risks, putting constraints on decision-making
(Hackman, 2002; Hackman & Wageman, 2005; White et al., 2016).
Effective strategies. One superintendent classified a board member as having the
planner political style. This style is an engaged style that is focused on self-interests.
When asked about strategies used to work effectively with this style, four themes
emerged. Common ground, keep focused on the big picture, keep out of the weeds, and
what’s in it for them were the strategies used by the superintendent. These strategies are
depicted in Table 9.
Table 9
Effective Strategies for Planners

Theme

Interviews

Artifacts

Observations

Total

Frequency

Common ground

1

3

0

4

6

Keep focused on the big
picture
Keep out of weeds

1

5

0

6

8

1

1

0

2

3

What’s in it for them

1

1

0

2

3

Total sources

14

Total frequencies

20
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Finding common ground is a strategy that has worked well with this particular
board member. The superintendent found a common factor in that they were both elected
officials so was able to use the strategy of common ground in order to help the board
member see the inappropriateness of using her position to further her own personal
career:
I’ve learned that electeds like other electeds, so I can kind of play that a little bit
in this scenario and explain, you know, why I can’t endorse [her]. . . . And I need
to stay neutral . . . [and] I would never put [her] in that position. So that’s the
strategy I use.
Another strategy that works well with the self-interest style of planner is to
incorporate the three remaining strategies to keep the planner focused on the work of the
ROP. For instance, planners have a tendency to get into the weeds of a situation, and the
superintendent with the planner tries to keep this particular board member out of the
weeds as a strategic measure so that the work of the board moves forward:
To make sure that you’re always identifying what’s in it for her. You know,
what, what’s the advantage? Why is it good to, you know, really playing up the
advantages and not just maybe the advantages for students, but the larger
advantages for the community and the district as a whole and the region as a
whole. . . . I mean, that was kind of how that was because we are regional. That
was kind of how we approach everything, but to really make sure, and this
particular board member, she was one that I would say would have a tendency of
all of the other board members in the history that I’ve worked to want to get into
the minutia, you know, and to really want to get into the weeds.
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Additionally, keeping the planner focused on the big picture is done weekly with weekly
board briefs and monthly newsletters.
Ineffective strategies. The superintendent was asked about the strategies that are
ineffective with the political style of planners. Because of the possible polarization of the
board by the planners, the study superintendent commented on how they tried to keep the
board focused on positive relationships and issues. During board meetings and e-mail
communications, the superintendent continually refers to newsletters and other forms of
communication that accentuate the positive events and relationships within the ROP
organization. These strategies can help to keep the focus on the upbeat and constructive
work of the ROP. Pointing out the negative or aligning with the planner’s negative
energy would not benefit the ROP organization in any way. During conflict, planners
respond to a safe environment where disagreements are managed and allowed (White et
al., 2016). One study superintendent reflected on her experiences:
They didn’t agree. But then once it went down that level, it was like, you know
what, they’re not going to agree because now we’re just, now we’re hitting below
the belt now it’s becoming kind of personal. And I just don’t see any way out of
that.
One way out of that is to create a safer environment for the planner. Planners will pull
back and not engage if they do not feel safe (White et al., 2016). Allowing a toxic or
negative environment is a sure way to disengage planners and lead to conflict.
Balancer. Balancers blend self and organizational interests. Focused on the
prevention of disequilibrium, balancers use their knowledge of the organization’s culture
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to diplomatically shift their support when needed to maintain stability, harmony, and
equanimity (Sheehan, 1989; White et al., 2016).
Effective strategies. During the semistructured interview, superintendents were
asked about the effective strategies they used to work effectively with their board
members identified as having the balancer political style. Eight themes emerged from the
interviews as shown in Table 10.
Table 10
Effective Strategies for Balancers

Theme

Interview

Artifacts

Observations

Total

Frequency

Be genuine, authentic

2

3

1

6

9

Bring solutions

1

1

0

2

2

Common ground

2

3

0

5

6

Continuous communication

2

4

1

7

12

Establish credibility

1

2

0

3

4

Orientation

1

1

0

2

3

Build trust

1

2

0

3

3

Understand organizational
vision
Total sources

2

2

0

4

4

32

Total frequencies

43

Study superintendents cite continuous communication as the primary strategy that
helps them to work well with their balancers. One study superintendent thought it was
the most effective strategy: “That’s the one I think [is] the most [effective] is to
communicate, overcommunicate.” Artifacts such as newsletters and Friday briefs to the
board are examples of continuous communication. Further, in the observation of one
superintendent, the researcher noted that the superintendent remarked to the
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administrative assistant to set a reminder for a phone call to their adaptor board member
for additional communication regarding a specific issue. Additionally, balancers like to
have solutions presented to them, not just problems. As one superintendent put it:
But because I was able to come with them to them with solutions, not just
problems, and I was able to give them how the history of where we had been as an
organization has positioned us about, as you know, best as we can be positioned,
all things considered. It made it easier. It made that whole process easier, but it
was all, it was really, it was authentic.
Establishing credibility is a strategy that emerged as effective in working with
balancer board members. Study superintendents typically did this through the orientation
and onboarding process, through which they outlined roles, responsibilities, and
parameters of each board member’s role in the governance process. This time was also
used for establishing the credentials and the vision of the superintendent and the ROP
organization:
Every year we had new board members making sure that there was a solid
orientation to what we do, how we do it, how we’re different, and made sure that I
provided them with all of the information so that they weren’t wondering, they
weren’t left wondering about anything. I mean, or if they were, they certainly
knew they could contact me. And, and I would be able to answer their questions.
So, I think just establishing myself, my credibility with them and my ability to
answer whatever questions they had, they had confidence and that just helped
mitigate the conflict, you know?
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Ineffective strategies. Superintendents outlined strategies that would not work as
well with the balancer types of board members. The study superintendents felt the need
to realize the balancer’s role in their districts, and how they are elected to serve their
districts, and that is a very important and critical piece for them as elected officials.
Forgetting these pieces of the puzzle will create conflict for the ROP superintendents.
One study superintendent suggested the need to be aware of the partner district’s political
influence on the ROP board:
Understanding that they have more influence because of their credibility, because
of their ability to sort of see the vision and balance those needs between what they
want for their districts and understanding that they get elected by their
neighborhoods in their district. They don’t get elected by the entire region. You
know, that political piece in this kind of a structure is important to understand.
Developer. Developers work behind the scenes to coach or challenge others to
build skills that can positively advance organizational interests to which they are fully
committed. Developers exhibit a high level of self-awareness of their own knowledge
and skill (DeLuca, 1999; Goleman, 2000; Rath, 2007; White et al., 2016).
Effective strategies. Superintendents were asked about the strategies they used in
order to work effectively with their board members whom they identified as developers.
Four superintendents classified a total of 10 board members as developers. Their
responses were coded into 11 themes, the most of any political style studied (see Table
11).
The strategies most often cited by study superintendents were value as experts
and continuous communication. As one superintendent said,
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Because they had the credibility from different places and from different
experiences, the strategy that I used with them was really one [in which] I wanted
to pick their brains a lot of the times. And . . . that was definitely a strategy.
Like, what do you know that I need to know? What do you know that I need to
know, especially as our whole system has been really transforming and changing
over the past, you know, longtime, I mean, essentially 10 years, but really over
the last 5 years, real changes. And so, you know, what do I need to know?

Table 11
Effective Strategies for Developers

Theme

Interviews

Artifacts

Observations

Total

Frequency

Build trust

1

3

0

4

5

Common ground

4

2

0

6

6

Continuous communication

4

4

3

11

25

Go slow to go fast

2

2

0

4

6

No surprises

1

2

0

3

5

Students first

2

4

0

6

9

Support their district goals

4

5

0

9

10

Teaching

3

2

0

5

9

Transparency

1

2

0

3

3

Understands organizational
vision
Value as expert

1

5

2

8

10

4

0

3

7

10

Total sources

66

Total frequencies

98

This sentiment was echoed by another study superintendent:
Like the newer board member that I identified as the developer that came out of
the principal ranks in the elementary ranks, he ran for and wanted to be on the

106

board for a very specific purpose. And so, understanding that and really picking
his brain about that and understanding how what we were doing could support his
purpose. That was definitely a strategy that I used.
Finally, one superintendent simply stated, “What I’ve learned to do is ask her opinion
about things. So, asking her, well what do you think about X, Y, and Z it helps a lot for
her.”
Superintendents feel it is vitally important for their developer board members to
understand the organizational vision. This is evidenced in many ways, specifically in
written communications. In every newsletter, the ROPs have a space reserved for their
mission statement, thus keeping the main idea of the organization’s mission in the
forefront of the communication and the reader’s mind. Social media accounts also
express the organization’s mission and values statement on the main pages or on the
home page of their accounts. The vision and mission are also seen on board agendas,
board minutes, and other documents and wall art visible around the administration
offices.
Another strategy used by study superintendents with their developer board
members is to understand and adapt to how the board members would like the ROP
superintendents to work with their individual districts and support their district goals.
Developers want the ROP superintendent to support, engage, and be visible within their
districts. This creates relational capital with the developer board member. As one
superintendent stated,
They shared details of how they would like us to interact and communicate with
their member districts so that we’re optimizing the resources and support that we
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can provide to the students there and they advocate for their individual district and
that helps us to be able to support whatever initiative that we can support on their
behalf as well.
Another superintendent put it this way: “I reach out to them if I know of an event or an
engagement that’s happening in their particular district and offered my support and I
would try to maintain visibility in each district.” Finally, one superintendent understands
it as a political strategy to make sure all ROP senior management are involved in
supporting and maintaining visibility in the ROP member districts:
I think it’s being visible. I think I really feel that politics is just something people
shy away from it. They tend to go, “Oh God, politics. I’m not political.” Well,
everyone’s political, but it’s how I, I don’t think politics are a negative. I really
try as a seven-member board and we serve five districts to make sure that I’m
equally visible and equally accessible in those five districts. I do it strategically,
and what we do is we’re a member of all of our cities’ chambers in the JPA and,
and a leadership team member is assigned to those chambers. So, they are to
attend events, lunches, some of them are on [education] committees. I try to
make sure that when I am out in the community, I’m, you know, representing the
five districts that we serve. I don’t know if that’s so much a strategy, but I feel
that you have to be connected to your community to know what the needs of your
community are. So that’s probably something that, that I really push on my or
expect for my leadership team that we’re out there supporting.
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Ineffective strategies. Superintendents realize the need for developers to take
their time in arriving at a decision and that the developers appreciate a “no surprises”
approach. As one superintendent said,
They don’t like anything being sugarcoated. They don’t like being blindsided.
They want to know what is happening up front. I can’t rush them either. . . .
Don’t rush through the issue if it, if it takes us, you know, if we have to table
something, if we have to move it, that’s ok. Because they’re so knowledgeable,
they really want to make an informed decision. Not that all of my board members
don’t, but I think more so with the developers, they’re the ones who really dive
into the agenda. They have a lot of questions. So I, I think a strategy that doesn’t
work is if I rush an issue.
Adaptor. Adaptors are pragmatists who generally support organizational changes
and team decisions provided they do not perceive personal risk. An adaptor is one who
presents a passive, cooperative political style balanced between self-interest and
organizational interests (Bobic et al., 1999; Church & Waclawski, 1998; Kirton, 1976;
White et al., 2016).
Effective strategies. Two superintendents each identified one board member as
adaptors. They were asked about strategies they employed to work effectively with the
board members whom they identified as having the adaptor political style. Through the
coding process, seven themes emerged that described the strategies that exemplary
superintendents use to work well with their adaptor board members. Table 12 identifies
these themes.

109

Table 12
Effective Strategies for Adaptor

Theme

Interviews

Artifacts

Observations

Total

Frequency

No surprises

1

2

0

3

4

Orientation

2

2

0

4

4

Relationship building

2

4

0

6

7

Story telling

2

2

0

4

7

Teaching

2

3

0

5

5

Transparency

2

3

0

5

8

Understands organizational
vision
Total sources

2

3

0

5

5

32

Total frequencies

40

Study superintendents identified transparency as the single most effective
strategy they used with their adaptor board members. The researcher observed
transparency in records of ROP board minutes and agendas along with other artifacts
such as newsletters and website communications. During the interview, one
superintendent remarked,
And so, where this board member’s most specific interest is fiscal items,
commitment from his district as well as health of our ROP. He would have more
cause to vocalize or have anxiety than I provide because I provide such ample
transparency. And I would say that is strategic on my part.
This superintendent went on to further explain: “I avoid his risk averseness with ample,
ample communication and transparency. . . . He’s described to me more than once in
evaluation documents or letters of recommendation as the most transparent
superintendent that he’s ever worked [with].”
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Other strategies such as storytelling and relationship building were cited as
important strategies to apply when working with adaptors. One superintendent uses the
time spent on reviewing the board agenda with their president and another board member
as time to deepen their relationship and build connection: “We do that meeting off
campus at a restaurant over lunch and we spend maybe 20 or 30% of our time on the
agenda and the rest of the time is relationship building.” Another superintendent
explained that building connections through storytelling helped with transparency and
trust: “Storytelling sometimes about our personal lives, oftentimes about what’s going on
in the district. I have an issue with an employee, they’re hearing about it long before it
ever shows up on the board agenda.”
Teaching is another tool or strategy practiced by exemplary superintendents with
their board members who they identified as adaptors. One superintendent thought that
this strategy assisted them with the risk-averse type of board member: “And but again,
it’s teaching, so it’s dealing with the risk averse, pragmatic nature of the adaptor. And
when I’ve had other board members who were more like my adaptor, that was an
effective strategy.” Teaching was also witnessed in observations and artifacts such as
board agenda briefs.
Ineffective strategies. Strategies that are not effective with the board members
identified as adaptors are to surprise them or not have educated them about the issues that
the board is currently dealing with. For instance, one superintendent said,
I would just say I know that that one member is going to demand a little more
attention, a little more information, a little more thoroughness in a proactive form.
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I don’t ever want to surprise, you know, and I don’t ever want to have not
previously thought through his concerns.
Supporter. Supporters are characterized as risk-averse, selfless, and passive
devotees, backers, or advocates of the organization’s visions and goals. Supporters seek
harmony and hesitate to take sides though they make decisions and provide resources that
align with the organization’s goals (CSBA, n.d.; DeLuca, 1999; White et al., 2016).
Effective strategies. During semistructured interviews, two study superintendents
were asked about the strategies they used to work effectively with the four board
members whom they classified as supporters. Table 13 lists the six themes that emerged
through the coding process.
Table 13
Effective Strategies for Supporters

Theme

Interviews

Artifacts

Observations

Total

Frequency

Common ground

1

2

0

3

6

Don’t assume they know

2

2

1

5

5

Go slow to go fast

2

2

0

4

5

Students first

1

3

1

5

8

Teaching

2

3

0

5

9

Understands organizational
vision
Total sources

2

3

0

5

6

27

Total frequencies

39

Superintendents expressed the use of six different strategies they used to work
with their supporter board members. Among them, teaching ranked highest in usage.
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One superintendent realized that the need to teach went hand in hand with the strategy
don’t assume they know. As this superintendent put it,
I just was really aware that they just needed to be educated on everything. And to
me, I had the assumption that they knew the process, which was something that,
you know, that I now have learned to not to make assumptions.
Teaching and don’t assume they know were also evidenced in observed conversations and
communications via e-mail and district web sites, where information was easily
accessible regarding certain aspects of board roles and issues. Don’t assume they know,
and teaching was also observed during an observation when the superintendent expressed
the need to front load one board member to get them up to speed on a budget issue they
were not understanding as quickly as the other members.
Students First is a strategy that speaks to the positive devotion of the supporter to
the organization. Superintendents realize the relational capital that is built by showcasing
student successes in the board meetings and also in every communication, such as board
highlights, newsletters, and website stories. Social media is also used as a way to
communicate to the supporters, and through artifact collection, it was evident the
supporters then used the ROP’s Facebook or Twitter posts to then repost as their own,
thus further communicating their supporting role in the ROP.
Supporters also received the strategy go slow to go fast. One superintendent
remarked that this was time well spent in order to have a more effective relationship with
the supporter board member and even added clarity with the rest of the board:
I’ll use my supporter. Sure. it takes a lot of time with this board member. So,
when I am calling my board members to do agenda review, I know with her, I do
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a 2-hour block and I tell my assistant, don’t disturb me. It’s 2 hours. Sometimes
it takes 5 minutes, but nine times out of 10, it takes almost the full 2 hours. But
what I’ve learned in that is to try to learn and listen to what she’s asking. And so,
when I publish anything, when I talk to the board members, I make sure I look at
her questions and add clarity to those to the greater group.
This go slow to go fast strategy was apparent in web site communications and
newsletters.
Ineffective strategies. There are ineffective strategies that the superintendents
were able to outline that did not work well with their supporter board members. One
study superintendent said that using the supporter as an expert would not work, nor
would putting this board member in a position of leadership. The supporter is more of a
passive board member who needs guidance, according to one study superintendent. This
superintendent understands the difference between how they work with the developer as
opposed to the supporter:
So, I think using them to gain knowledge from their skill set with the developer. I
think because they are naturally mentors, if you will. And they like that where
my supporter isn’t so; I feel like I’m more of the guide with them.
Strategies used with all political styles. All five study superintendents were
asked in the semistructured interview which strategies they could apply to all political
styles of their board members. Table 14 outlines the 11 themes that developed after
coding each interview along with the artifacts and observations.
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Table 14
Effective Strategies for All Political Styles

Theme

Interviews

Artifacts

Observations

Total

Frequency

Be authentic

5

0

3

8

10

Continuous communication

5

15

3

23

36

Follow up

5

2

0

7

12

No surprises

4

2

0

6

8

Orientation

5

5

0

10

12

Relationship building

5

8

3

16

17

Storytelling

2

3

0

5

8

Teaching

5

5

0

10

17

Transparency

4

5

0

9

18

Treat all the same

4

5

0

9

9

Use preferred
communication styles
Total sources

5

10

3

18

28

121

Total frequencies

175

The theme continuous communication surfaced as the most cited strategy,
followed by use preferred communication style, relationship building, teaching, and
transparency. Often, superintendents would use the words “transparent,”
“communication,” and “teaching” in the same sentence. The superintendents used
multiple strategies at the same time to work most effectively with each board member.
One study superintendent said,
I would just say being a communicator, you know, using the board meetings to
teach and yeah, not that their communication is not strategic. You know, we’re
not taking things to them that they shouldn’t have or don’t need to have unless I
really want them to understand some things maybe not normally under the
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purview of the board, having them perceive the superintendent as both
knowledgeable and transparent is a key [strategy].
Another superintendent remarked on how important communication and transparency is
in preventing conflict: “Communication is just huge. And so that’s really what it is, it’s
the communication, making sure I am open, transparent before something gets to be a
problem.” Communication methods were varied, from newsletters to phone calls to
e-mails and texts, depending on the preferred communication style of the particular board
member. Superintendents often use multiple strategies to work effectively with their
board members. This was observed in person as well as through various methods of
communication.
Authenticity and follow-up are two other strategies that study superintendents
utilize to work well with all political styles of board members. One superintendent
shared how following up builds trust with her board: “Following up on the good and the
bad. As hard as that may be. And I think that just builds trust. They trust that I’m
making the right decisions.” Another ROP superintendent expressed how they relate to
the board members by being authentic: “I just think that to just be relatable and authentic,
that seems to resonate.” And finally, a third superintendent described how even though
they are employing strategies such as being visible in their partner district communities,
that does not mean they are not authentic leaders with their board:
No one was, you know, volunteering in their community. You know, I mean I
live in Town X, which is one of our districts. I volunteer there, I volunteered
[another partner district community], I tried to volunteer Town Y, not so much in
Town Z, but I have an administrator who lives there. So, whenever there’s
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something there, we try to [attend]. I think that strategy builds that relationship.
And I think it builds that I care. And I really do, even though it’s a strategy, it’s
something that has helped me grow as a leader, right? The term strategy doesn’t
mean not authentic.
Key Findings
Key findings became apparent through the coding of the interview transcripts,
artifacts, and observations. These findings addressed the way that exemplary ROP
superintendents identified their own political styles and the strategies they implement to
work with the different political styles of their board members. The data collected were
both quantitative and qualitative. The quantitative data were retrieved from an electronic
survey sent out via e-mail. That survey collected demographic information and the
identified political styles of the superintendents and their board members. Key findings
from the qualitative data were revealed through semistructured interviews, examination
of artifacts, and observation notes.
Political Styles of Superintendents
1.

Superintendents in this study self-identified as strategist (60%), developer (20%), or
arranger (20%).

2.

80% of superintendents identified themselves in the assertive political style and 20%
in the engaged political style.

3.

80% of exemplary ROP superintendents self-categorized their political style as
having organizational interests, and 20% had blended interests.
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Political Styles of Board Members
4.

Of the 28 board members, 10 (36%) were classified as developers, six (21%) as
strategists, four (14%) each as balancers and supporters, two (7%) adaptor, and one
(4%) was grouped as each planner and arranger.

5.

Seven board members were ranked as having assertive styles (25%), 15 were
classified as having engaged styles (54%), and six ROP board members were
identified as passive styles (21%).

6.

No superintendent classified their board members as having the either the analyst
style or the challenger style.

7.

Seven board members (25%) had blended interests, and 20 (71%) were classified as
having organizational interests.

8.

Only one board member was categorized as having self-interest (4%).

Political Strategies
9.

Continuous communication is the most cited strategy by all superintendents to work
well with all styles of board members, with 26 sources and 36 total frequencies.

10. Using preferred communication style, transparency, and relationship building and
teaching were the next most commonly used strategies to work with all political
styles of school board members, with 28, 18, 17, and 17 frequencies respectively.
11. The engaged board member styles of planner, balancer, and developer had the
greatest number of themes, or strategies, with 32 applicable strategies for those
political types.
12. Continuous communication had the most frequencies with the blended interest styles
of arranger and balancer with 22 frequencies.
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13. Continuous communication was also the most often cited strategy to use with the
engaged, organizational interest of developer, with 25 frequencies.
14. A variety of strategies were identified to work well with the board members who had
organizational interests (strategist, developer, and supporter). Support their district
goals, understands organizational vision, and value as expert were classified as
valuable strategies.
Summary
The purpose of this sequential explanatory mixed methods study was to identify
the political styles of exemplary Regional Occupational Program superintendents and
school board members as perceived by Regional Occupational Program superintendents.
In addition, the purpose was to identify and explain the political strategies exemplary
Regional Occupational Program superintendents use to work with the different political
styles of school board members. Both quantitative and qualitative data were collected
during this study. Quantitative data were gathered through an electronic survey and
yielded demographic data and descriptive data related to the exemplary ROP
superintendents’ political style and the political styles of their board members.
Qualitative data were collected through five semistructured interviews, which were then
transcribed and coded for themes. Additionally, artifacts were catalogued, and
observations were made. Next, Chapter V presents a summary of major findings,
conclusions, implications for action, and recommendations for further research.
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CHAPTER V: FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS
This sequential explanatory mixed methods study explored the political styles of
exemplary Regional Occupational Program (ROP) superintendents and the perceived
styles of their school board members. This study also identified strategies that exemplary
ROP superintendents use to work effectively with the different political styles of their
school board members. A complete analysis of both the quantitative and qualitative data
yielded 14 key findings and 47 separate themes. Subsequently, conclusions were drawn
and recommendations for further study were created. Chapter V delves into a summary
of the study including the purpose, research questions, and methodology. This is
followed by major research findings, conclusions, implications for action,
recommendations for further study, and concluding remarks from the researcher.
This study was part of a thematic research group that included 10 peer researchers
led by two faculty champions. The team of student researchers, along with the faculty
mentors, collaboratively determined all aspects of this study including the purpose for the
study, the research questions, and the methodology used in the study. Each doctoral
student researcher administered an electronic survey to five exemplary superintendents to
determine their own political style and the perceived political styles of their board
members. This was followed with an interview to identify the political strategies they
used to work effectively with the different political styles of their board members. The
peer research team conducted 10 studies and gathered information from 50 exemplary
superintendents.
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Purpose Statement
The purpose of this sequential explanatory mixed methods study was to identify
the political styles of exemplary Regional Occupational Program superintendents and
school board members as perceived by Regional Occupational Program superintendents.
In addition, the purpose was to identify and explain the political strategies exemplary
Regional Occupational Program superintendents use to work with the different political
styles of school board members.
Research Questions
1. How do exemplary Regional Occupational Program superintendents perceive their
own political style and the individual political styles of their school board members?
2. What are the strategies that exemplary Regional Occupational Program
superintendents use to work successfully with the different school board member
political styles?
Research Methods and Data Collection Procedures
The research design used in this study is a sequential explanatory mixed methods
design. Creswell and Creswell (2018) described this design as one in which “the
researcher first conducts quantitative research, analyzes the results and then builds on the
results to explain them in more detail with qualitative research” (p. 15). Moreover,
McMillan and Schumacher (2010) described the advantages of conducting a mixed
methods study to be collecting more comprehensive data and increasing the credibility of
research findings.
The quantitative portion of the study was conducted using a SurveyMonkey
instrument delivered via e-mail to each participant (Appendix B). The survey results
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elicited demographic data such as age, level of education, years as superintendent, and
governance training methods. In addition, the survey gathered data on the
superintendents’ political style and those of their school board members. These data
were then used to further inform the next phase of the study, which was the
semistructured interview.
The qualitative portion of this study included semistructured interviews that
followed a protocol developed by the team of peer researchers with guidance from the
faculty members (Appendix G). Other data collected in the qualitative portion of the
study included observations and artifacts.
Population
Creswell (2012) defined a population as a “group of individuals having one
characteristic that distinguishes them from other groups” (p. 142). In this study, the
population consisted of California ROP superintendents. ROP superintendents are
responsible to their school boards and have the duties and responsibilities defined in the
California Education Code. Using the California Association of College and Career
Readiness Organizations (CAROCP) website, the researcher found 45 organizations that
provide career technical education in California (CAROCP, n.d.). Of the 45 ROPs found,
there are 13 ROP organizations that list their top executive as superintendent. This was
the sampling frame.
Sample
From the sampling frame, the researcher then identified the actual sample, which
was defined by McMillan and Schumacher (2010) as “the group of subjects or
participants from whom the data are collected” (p. 129). The researcher used
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nonprobability purposeful sampling to acquire participants in this study. The participants
were selected because of their availability to be representative and knowledgeable about
the research subject (Creswell & Plano Clark, 2018; McMillan & Schumacher, 2010). In
this case, the research subject was the strategies they use to work with the different
political styles of their board members. The sample was chosen based on their ability to
inform the research on strategies they use to work with the different political styles of
their board members and also on convenience and obtainability.
The team of peer researchers developed criteria for exemplary superintendents.
These benchmarks were used to identify possible participants from the sampling frame.
Potential participants must have met at least four of the identified conditions:
• A minimum of 3 years of experience as a superintendent in current district or recently
departed district of less than 1 year removed
• Evidence of positive governance team relationships
• Identified by county superintendent as exemplary in working with board
• Identified by a panel of experts knowledgeable of work of superintendents
• Received recognition as an exemplary superintendent by a professional organization
such as ACSA, CAROCP, or other similar professional organization
• Received formal recognition by his or her peers
• Membership in professional associations in his or her field
• Participated in CSBA Masters in Governance training or other governance training
with at least one board member
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Major Findings
This study was a sequential explanatory mixed methods study. Major findings
were developed through the examination of the data. Quantitative data were gathered
through an electronic survey and provided knowledge of demographics and political
styles of superintendents and their board members as perceived by superintendents.
Qualitative data were gathered through an interview protocol developed by the thematic
researchers in semistructured interviews. The interviews were transcribed, and key
findings were identified. The analysis of the data was outlined in Chapter IV as key
findings. The following major findings were distilled from the key findings.
1. All ROP superintendents studied saw the importance of using political strategies
effectively with various board member styles in order to move the work of their
district forward.
2. All ROP superintendents found it valuable and effective to differentiate political
strategies based on the political styles of their board members.
3. All five study superintendents cited continuous communication as the single most
effective political strategy for all political styles of their board members.
4. All study superintendents cited transparency as being an effective political strategy
with most board members, and four out of the five study superintendents cited
teaching as being very effective for the majority of political styles including
developer, adaptor, supporter, and strategist as well as all political styles.
5. A variety of strategies were identified to work well with the board members who had
organizational interests (strategist, developer, and supporter). Support their district
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goals, understands organizational vision, and value as expert were classified as
valuable strategies.
Unexpected Findings
This study yielded three unexpected findings. The first unexpected finding was
that two of the exemplary ROP superintendents used the school board members’
superintendent to build relationships with their board members. Another unexpected
finding was that ROP superintendents must navigate the varying agendas, cultures, and
priorities that board members carry from multiple districts. Finally, the third unexpected
finding was that no ROP superintendents claimed to have the political style of challenger
on their board.
Unexpected Finding 1
Communication with district superintendents helps build relationships with their
ROP board members.
ROP school boards are made up of appointed members from the partner school
district’s elected school boards. This study included five superintendents who have
between four and seven partner districts. Each district appoints members to serve on the
ROP board. This can create a unique challenge for the ROP superintendent because of
the varying sizes, budgets, and priorities of the different partner districts. Additionally,
the individual board members may have special agendas or priorities. The exemplary
ROP superintendent must find ways to build a cohesive and functional team that focuses
on the priorities of the ROP, which will benefit both the ROP and the districts and not
necessarily the individual member agendas.
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The first unexpected finding that is specific to exemplary ROP superintendents
was communicating with the board members’ district superintendent to better understand
the board members’ communication styles, values, issues of importance, and any other
information that might be helpful to the ROP superintendent in working with those board
members. One superintendent put it this way:
Having conversations with her district superintendent and getting to know her
through him. . . . So, that’s also I think a key to my success. I have tried to have
good relationships with the district superintendents, and I also talked to them
about what are the strategies that they use with their members. And I started that
one when I didn’t have particularly great relationships and a very challenging
board my first couple of [years] because I was just like, what are you doing?
This superintendent also stressed the importance of a positive perspective when
consulting others to better understand and work with board members:
Try to use others who you do see, have a successful relationship or getting things
done and talk to them; don’t ever do it from the perspective of that person is
difficult or whatever. You do it from I’m, you know, looking to build a
relationship with this person. I want it to be successful. I’m just looking for a
little bit of insight because I haven’t yet, even when I had the most difficult, I
haven’t ever had that blow back up in my face.
The literature suggests that keeping positive relationships with board members can
extend a superintendent’s tenure, and coordinating with others, including the board
members’ district superintendent, can help in this effort (Björk & Lindle, 2001; Covey &
Merrill, 2006; Ford & Ihrke, 2016; Petersen & Fusarelli, 2001; White et al., 2016).
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Unexpected Finding 2
ROP superintendents must navigate the varying agendas, cultures, and priorities
that board members carry from multiple districts.
The second unexpected finding was related to the fact that unlike most unified
school districts, many ROP districts are composed of multiple school districts and
therefore present a unique situation for the ROP superintendent. All five study
superintendents were in charge of joint powers authority (JPA) organizations, which are
made up of multiple partner school districts. The complexity of managing multiple board
members’ agendas, district strategic plans, and different cultures means that ROP
superintendents must delicately navigate those relationships. ROP superintendents have
the unique challenge to ensure all board members are focused on the ROP agenda, not
their individual district agendas. This can create difficult conditions within the ROP
district and warrants consideration when ROP superintendents are crafting their political
strategies.
Unexpected Finding Number 3
No study superintendent classified any board member as having a political style
of challenger.
Finally, no ROP superintendents classified any of their board members with
having the political style of challenger. This is surprising because other thematic
researchers in this study did not find that challengers were absent from the boards of their
superintendents, none of whom are ROP superintendents. This could be due to the fact
that ROP board members might have governance training both at their home districts and
again at the ROP district or possibly because ROP superintendents give board members
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more governance training and orientation because of the diverse nature of their boards.
Another explanation might be that ROP superintendents tend to front load their board
members of the unique challenges of working with a multiple district board. Finally,
ROP superintendents in this study spoke positively about all of their board members even
when describing difficulties they had with certain board members. This positive attitude
might have influenced the ROP superintendents not to choose challenger as a political
style. They simply might not see their board members’ behaviors as challengers. Further
research is suggested later in this chapter to examine the unique challenges and
considerations of the ROP school board through a long-term case study.
Conclusions
This study identified the political styles of exemplary ROP superintendents and
their board members as perceived by the superintendent and identified strategies that
superintendents used to work effectively with the different political styles of their elected
board members. Conclusions were identified based on the major findings of this study.
Conclusion 1
Superintendents must identify their own political style as well as those of their
board members to develop strategies that will be effective in creating a cohesive team.
Learning one’s own political style and developing strategies that work well with
other styles may not come naturally to all superintendents, but research shows these skills
can be learned. For example, one study superintendent said, “Some of it comes not
innately as politically astute[ness] or savvy, and [I’m] not a relationship builder that I
probably ought to be. So I’ve had to work on it and be strategic, actually.”
Understanding one’s own political style is the first step to building capacity as a
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politically intelligent leader. It is important for superintendents to identify their natural
political style so that they understand the working dynamic between their style and the
political styles of their school board members. Additionally, knowing their own political
style will enable the superintendent to work on areas of growth and learn how to bring
forth and utilize other political styles to work effectively with their boards. Having the
knowledge and skill to use appropriate political strategies provides the confidence for
leaders to understand that politics is normal and necessary in organizations and assists
them to lead ethically even in a difficult political climate (White et al., 2016). Politically
ethical and intelligent leaders have found a way to successfully achieve their goals by
adapting their political skills to serve the greater good of the members and the
organization (DeLuca, 1999; White et al., 2016).
Conclusion 2
Superintendents must differentiate their strategies based on the political styles of
their board members to ensure positive working relationships.
Building trusting relationships with the board is paramount to the work of the
superintendent. Getting to know each individual board member’s political style may take
time, but the effort is well worth it. One superintendent spoke of the need to consider all
political styles when planning their board meetings:
So just taking the time and really, really understanding when I talked to them or
we have a decision to be made; it’s important to know what my supporter might
think, what the developer might think of, what the strategist might think. Because
I want to go from A to B. Well, my supporter may want to go A to Z and I need
to guide them and provide them all the information.
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Once a leader is conscious of his or her own political style and that of other key players,
choosing the strategies that are most effective with those styles is key to building
successful relationships (Jimenez, 2012; White et al., 2016). Failure to build these
relationships can lead to ineffective leadership and discourse in the district. Ongoing
conflict between the board and the superintendent can adversely impact the governance
of the district (Moody, 2011). Therefore, a superintendent who can work with all types
of political styles of board members will be able to lead more effectively.
Conclusion 3
Superintendents must continually communicate messages multiple times and in a
variety of ways to build trust and ensure the entire board is aware, educated, and moving
the work of the district forward.
The literature reflects the mindset that superintendents who are effective political
leaders focus on communication (Covey & Merrill, 2006; Hansell, 2017; Harvey &
Drolet, 2005; Jackson, 2016; Jimenez, 2012). In Giamarino’s 2019 study, she found that
communication with board members should be systematic and begin in the board member
onboarding process. Additionally, she found that clear and concise communication with
internal and external stakeholders builds trust. In fact, Muhammed, in his 2012 study,
found communication and interpersonal skills were the most important political skills for
better and more productive relationships. One study superintendent reflected on how
communication is vitally important and how, if one does not communicate well, trust can
be lost:
That is the absolute worst and it’s the quickest way to lose trust. You know, if
you’ve taken the time to say, “This is what our communication protocol is,”
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follow it and adhere to it and don’t just drop the ball and if something happens,
communicate and let people know.
It is important to note that continuous communication is not a one-size-fits-all
strategy. Strategic communication was used by all superintendents. They utilized
continuous communication with most board members, but they also realized certain board
members wanted more of a “just the facts” approach to communication. The exemplary
superintendents knew how and when to use continuous and strategic communication to
further the work of their district.
Conclusion 4
Teaching and transparency are key strategies that ROP superintendents must use
to work effectively with most board members.
ROP board members may not have the knowledge, background, or expertise in
board governance, so the superintendent is responsible for directing the board’s work and
helping to shape the organization of the meetings (Smoley, 1999). This should include
being transparent in all things and teaching the board members about the organization,
how the ROP develops programs for student success, and other issues of governance.
Superintendents who are seen as approachable and transparent build trust with their
members and therefore have an effective working relationship that will benefit the ROP
and its students. One superintendent reflected on the benefits of being transparent:
It’s one of the things [my board member] has actually mentioned is that she really
likes how open and transparent I am. And so that seems to be the strategy and
maybe that keeps us from having conflict because I do that.
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When it comes to teaching board members about the ROP organization, one
superintendent recalled how it must be a continual process and remain at the forefront of
all they do:
And I take that on as my responsibility, to teach them. My role is to give them the
information, the context, and make sure they understand it in a way that they can
be confident in making a decision or speaking about it if someone puts a
microphone to their face or if someone comes in to ask them a question.
Another study superintendent remarked how they consider their board like they used to
treat their classroom students:
Usually, I’m a teacher. At the end of the day I’m a teacher and I’m just assessing
my class; I’m assessing my students. And there are some students who need the
content delivered in a different way. And it’s no different in your leadership
position; you are just assessing your audience and you’re just trying to figure out
how you can connect in a different way, and wherever I can find context, just like
in the classroom.
While not all board members have the same level of knowledge or capacity for board
governance, ROP superintendents must be astute enough to identify each board member’s
level of expertise and governance knowledge and meet them where they are.
Conclusion 5
Superintendents must develop a toolbox of essential strategies to build trust and
develop solid relationships with their ROP board members who have strong
organizational interests (strategists, developers, and supporters).
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These strategies are identified as support their partner district’s goals, ensure
ROP board members understand the ROP organizational vision, and value their ROP
board members as experts. Since many of the ROP board members tend to have a strong
dedication to organizational interests, it is important for them to see the ROP
superintendent as a supportive partner in both the ROP and their own district’s goals.
Keeping a positive relationship and developing trust with the majority of board members
can lead to increased effectiveness and therefore a longer tenure (Björk & Lindle, 2001;
Covey & Merrill, 2006; Ford & Ihrke, 2016). ROP superintendents have the special
challenge of being part of multiple districts. Some ROP superintendents find that
becoming visible and building relationships within their partner districts build relational
capital that helps them in their positions. As one superintendent put it,
So, you know, not only are you managing [several] board members, you are
managing [several] districts. I’m managing [multiple] districts and each district
has its own unique culture. . . . And I think that’s what people don’t understand
about ROP superintendents; and the value of learning from your political acuity is
that as an ROP superintendent, you don’t just have one board member from one
district. I mean it’s amazing what you all get done with the number of districts
and number of cultures and expectations placed on you. You really need to know
each initiative and political views of each district.
Additionally, valuing the ROP board members as experts and helping the ROP board
member understand the ROP vision are essential strategies to implement. One
superintendent described their supporter-style board member as a natural mentor, and
they lean on that board member for certain expertise. Another superintendent put it this
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way: “I would certainly listen to [this board member] and ask a lot of questions and take
advantage of their historical perspective.” Finally, ROP board members who understand
the organizational vision are more likely to support the activities and procedures that
move the ROP organization forward. One superintendent makes sure they make the ROP
vision a common interest:
So whatever our vision is for students . . . that common goal we have, that’s what
I use. I use a common goal to get to the outcome. . . . It’s always about the
outcome; we have to have a shared outcome.
Implications for Action
The implications of this study reflect the need for superintendents to become more
politically astute. The study of superintendents and the political strategies they employ is
relatively new, with few published studies. In contrast, the literature surrounding
superintendent longevity says that those who succeed in navigating the political
landscape and build strong relationships with their board have higher student
achievement and longer tenure (Björk & Lindle, 2001; Grogan, 2000; Jackson, 2016;
Muhammed, 2012; Russell, 2014; White et al., 2016). However, superintendents are not
typically taught how to acquire these skills or utilize them as they make their way
through their superintendency (Aleman, 2002; Björk & Lindle, 2001; Connell et al.,
2015). Additionally, superintendents feel that they have been inadequately prepared for
the politics of the office of the superintendency and would like to see more professional
development and preparation given to the position (Petersen et al., 2008). Better
superintendent preparation, including understanding of political dynamics and influences,
could help superintendents increase their effectiveness in building stronger, more
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productive relationships with their boards (Björk & Lindle, 2001; Petersen & Fusarelli,
2001). For these reasons, implications for action encompass the ideas of training and
developing superintendents for their role as a political leader.
Implication 1
Provide political style and strategy education in postsecondary administrative
credentialing programs.
The literature shows that superintendents do not feel competent in developing the
political strategies and acuity to improve relationships with their board members (Ripley
et al., 2013; White et al., 2016). Therefore, aspiring administrators and superintendents
actively pursuing an administrative credential would benefit from knowing how to
navigate the political aspects of the job prior to achieving the position. Adding this type
of education to graduate certificate and degree programs may assist future leaders avoid
the landmines and pitfalls that inexperienced administrators often fall victim to.
Implication 2
Search firms and recruiters should utilize political style and strategy assessments.
Search firms recruiting for superintendents should use a political style and
strategy assessment (such as White et al.’s 2016 Inventory of Political Styles assessment)
with the board members of the hiring district in order to assess and match school districts
with appropriate superintendent candidates. Additionally, aspiring superintendents who
use a search firm should be able to take the assessment and receive training on how to
become a more effective political leader based on potential board member style. The
recruiting firms that use these tools for both the hiring school district and the
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superintendent candidates will be able to better match the right candidate with the right
school district by working with the candidates to assess and improve their political skills.
Implication 3
Professional associations: develop political style and strategy training modules
for use in administrative professional development, such as ACSA’s Superintendent’s
Academy.
Research revealed that it has been suggested that better superintendent preparation
be offered that includes complex design and understanding of political influences and that
helps superintendents increase their interpersonal skill set (Björk & Lindle, 2001;
Petersen & Short, 2001). Current superintendents wishing to acquire political leadership
skills could benefit from training and education on how to identify their own political
style and those of their board members. ACSA, AASA, and other professional
organizations should create and incorporate training on political styles and strategies into
leadership academies, school leaders’ conferences, and other forms of adult learning for
current and aspiring superintendents. Moreover, aspiring superintendents and current
mid-level administrators would benefit from having a professional development module
that incorporates political style and strategy training so that they are better equipped to
work with their boards and well-prepared when they ascend to the superintendent’s
office.
Recommendations for Further Research
Based on the study findings, further study is recommended. Four
recommendations are presented in this section. Different perspectives could be studied
that would yield richer results and impact superintendent and board relations. In
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addition, studying superintendent political strategies from the perspective of the board
members could yield interesting data that could be utilized to inform superintendent
political strategies. Expanding the study to include other organizations such as
community colleges and cities is recommended. Finally, a long-term case study
following an exemplary ROP superintendent should be considered for further study.
Recommendation 1
Perform the study from the school board members’ point of view.
Conducting the same study and gathering data from the perspective of the school
board member could yield data and information on how superintendents’ political
effectiveness is perceived. These data could then be used to inform superintendents of
the level of effectiveness of their political strategies and help to build their political
strategy capacity.
Recommendation 2
Expand the study to multicollege community college district superintendents/
presidents.
The dynamic of a multidistrict community college president who must work with
members of their boards who represent multiple colleges is similar to that of an ROP
superintendent. Replicating this study with superintendents/presidents of multicollege
community college districts could yield interesting findings. The research could inform
aspiring community college leaders who will work in this unique situation.
Recommendation 3
Perform the study with noneducational entities, such as cities.
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Running a city is much like running a school district. City managers are often
hired by the city council and must work with the different political styles of their council
members. This study could be expanded to include other organizations, such as cities in
which city managers must work with the different political styles of their city council
members elected at large or by district. City managers could benefit from additional
political knowledge based on findings of a similar study.
Recommendation 4
Conduct a long-term case study of an exemplary ROP superintendent.
Based on the findings and conclusions, this researcher believes that a long-term
case study is appropriate to identify styles and strategies of effective ROP
superintendents and their board members to provide deeper, richer insight into how
superintendents work successfully with their board members. The additional implication
of gathering the board members’ perceptions from multiple school districts would yield
important data as to how ROP JPA superintendents work with the different political
styles of their diverse board members over a long period of time.
Concluding Remarks and Reflections
The working relationship between a superintendent and his or her board has been
an important factor in superintendent longevity and consequently higher student
achievement. However, literature suggests that superintendent careers are both made and
broken by politics (Grogan, 2000; Larson, 2005; Petersen & Fusarelli, 2001; White et al.,
2016). The intersection of these two ideas can change the course of a superintendent’s
experience, his or her school board, and the district for better or for worse.
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My interest in the subjects of superintendents, school boards, and politics is great
and continues to evolve. As both a former ROP superintendent and unified school
district school board member, I have a deep personal investment in the future of school
districts and their leadership. Conducting research of this type was incredibly rewarding.
Through this journey I discovered the importance and impact of school board
relationships, trust, and communication when navigating the superintendency. I feel a
strong sense of responsibility and duty to continue to investigate how California can
succeed in educating children. I believe it starts at the top—the school board and
superintendent. They are the drivers of culture and excellence in a district. I am certain
that the more we can impart to superintendents the importance of the political aspect of
their jobs, the more schools and students will be successful. Like most leaders, I feel an
obligation and a desire to reach behind and see where I can help the next group of leaders
to achieve their leadership dreams. I hope to identify ways in which I can take this
research and that of the peer research team and generate educational opportunities for
aspiring and current superintendents and boards and help to create lasting change in
California’s schools.
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APPENDIX B
SurveyMonkey Instrument
Thank you for sharing your time, experience and expertise in creating a better
understanding of the political strategies that superintendents use in working with school
board members.
The purpose of this sequential mixed methods study is to understand the political styles
of superintendents and school board members as perceived by superintendents. In
addition, it is the purpose to identify and describe the political strategies superintendents
use to work with the different political styles of board members.
You have been selected for participation because of your expertise in working with your
governance team. The results of this study will assist superintendents to manage the
decision-making process with school board members. The political framework used in
this study was taken from the book: The Politically Intelligent Leader; White, Harvey, &
Fox, 2016.
Your participation is greatly appreciated.
ELECTRONIC CONSENT: Please select your choice below.
Click on the agree button that you have received and read the informed consent form and
Participants Bill of Rights document, and that you voluntarily agree to participate in this
study.
If you do not wish to participate in this survey, you may decline participation by clicking
on the disagree button.
The survey will not open for responses unless you agree to participate.
The survey will not open for responses unless you select agree to participate.
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AGREE: I acknowledge receipt of the informed Consent packet and “Bill of Rights.” I
have read the materials and give my consent to participate in this study. You have been
provided a code that must be entered in the box below. This code ensures the security
and privacy of the information that you provide.
DISAGREE: I do not wish to participate in this survey.
Demographic Information
Please choose the code provided to you by the researcher from the dropdown list below.*
Total years of service as a superintendent (in any district)*
Years of service as superintendent in this district*
Years of experience in this district*
Gender*
Female
Male
Non-binary
Your current age*
Level of your terminal degree*
M.A./M.S.
Ed.D.
Ph.D.
Tell us about governance training you have participated in.
Indicate which governance training you have participated in.*
CSBA governance training
Governance training using an external consultant
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Other governance training
None
Board members in this district are elected...(select one)*
Directions: For purposes of identification and confidentiality assign each of your board
members a number 1-7. Please read the definitions carefully prior to completing the
survey. You may use the definitions sent to you as part of your information packet as a
reference while completing the survey.
DEFINITIONS
The following section defines terms as they are used in this study. These terms were
collaboratively developed by a team of peer researchers studying political styles and
strategies of superintendents. The definitions are organized around the nine political
styles matrix based on initiative and interest. The styles are listed as self-interest,
blended interests and organizational interest for each initiative: passive, engaged and
assertive. For purposes of this study political style is defined as the manner and approach
of providing direction, implementing plans, and motivating people.
Passive Political Styles
Analyst. Analysts are passive and oriented toward self-interest over organizational
interest. They are primarily focused on tasks over relationships and will seek evidence,
proof, and detailed analysis before risking a change (Bolman & Deal, 1991; Boulgarides
& Cohen, 2001; DeLuca, 1999; Rowe & Boulgarides, 1992; White et al., 2016).
Adaptor. Adaptors are pragmatists who generally support organizational changes and
team decisions, provided they do not perceive personal risk. An adaptor is one who
presents a passive, cooperative political style balanced between self-interest and
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organizational interests (Bobic, Davis, & Cunningham, 1999; Church & Waclawski,
1998; Kirton, 1976; White et al., 2016).
Supporter. Supporters are characterized as risk-averse, selfless, and passive devotees,
backers, or advocates of the organization’s visions and goals. Supporters seek harmony
and hesitate to take sides, though make decisions and provide resources that align with
the organization’s goals (CSBA, n.d.; DeLuca, 1999; White et al., 2016).
Moderately Engaged Political Styles
Planner. Planners demonstrate modest initiative in political ventures and are typically
focused on self-interests rather than organizational interests. Planners gather and analyze
data for potential personal risks, putting constraints on decision-making (Hackman, 2002;
Hackman & Wageman, 2005; White et al., 2016).
Balancer. Balancers blend self and organizational interests. Focused on the prevention
of disequilibrium, balancers use their knowledge of the organization’s culture to
diplomatically shift their support, when needed to maintain stability, harmony, and
equanimity (Sheehan, 1989; White et al., 2016).
Developer. Developers work behind the scenes to coach or challenge others to build
skills that can positively influence advance organizational interests to which they are
fully committed. Developers exhibit a high level of self-awareness of their own
knowledge and skill (DeLuca, 1999; Goleman, 2000; Rath, 2007; White et al., 2016).
Assertive Political Styles
Challenger. Challengers are characterized by self-interest, assertive behavior and
confidence in their own vision, ideas, and goals, which inspires a strong desire to lead
and make decisions quickly. Challengers see themselves as movers and shakers,
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efficient, politically strategic, aggressive, and willing to confront the views of others in an
attempt to influence outcomes (DeLuca, 1999; Jasper, 1997; Meyer, Jenness, & Ingram,
2005; Polletta, 2004; White et al., 2016).
Arranger. Arrangers use a political style in which they are assertive in pursuing their
goals that are a blend of both organizational priorities and their own self-interests. They
build a power base by connecting with many people. Arrangers will take risks to advance
their goals and are strategic in combining resources (DeLuca, 1999; Effelsberg, Solga, &
Gurt, 2014; White et al., 2016).
Strategist. Strategists are visionary, open to new ideas, and collaborative. They
empower others and model the organization’s values. Supporting organizational interests
over self-interests, they strategically use a variety of approaches to propose new
initiatives, engage diverse stakeholders, elicit commitment and make purposeful
decisions (DeLuca, 1999; Dergel, 2014; White et al., 2016).
Instructions: Decide what style best matches your preferred political style and that of
each board member. Use the definitions as a reference point for making your decision
about each board member’s placement in the Styles Matrix. All of your responses are
coded and confidential.
Style Matrix
Challenger Arranger Strategist Planner Balancer Developer Analyst Adapter
Supporter
Superintendent (self)
Board member 1
Board member 2
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Board member 3
Board member 4
Board member 5
Board member 6
Board member 7
Indicate the style that best matches your preferred political style and that of each board
member. If you work with five board members, leave numbers 6 and 7 blank. Please
keep a separate record of which board member corresponds to each number below for use
during the interview.
*
Thank you for your participation. I look forward to talking with you about the strategies
you use to work with board members of different political styles.
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APPENDIX C
Invitation to Participate in Study

Invitation to Participate in Research Study
Date
Dear Study Participant:
My name is Maura Murabito and I am a part of a thematic research team in the Doctoral
program at Brandman University, who are conducting a study on the political styles of
exemplary Regional Occupational Program (ROP) superintendents and their school board
members. Additionally, we are studying the political strategies that exemplary ROP
superintendents use to work successfully with the different political styles of their school
board members.
We are asking your assistance in the study by participating in an interview which will
take 45-60 minutes and will be set up at a time convenient for you. If you agree to
participate in an interview you may be assured that it will be completely confidential. No
names will be attached to any notes or records from the interview. All information will
remain in locked files accessible only to the researchers. No employer will have access
to the interview information. You will be free to stop the interview and withdraw from
the study at any time. Further, you may be assured that the researchers are not in any
way affiliated with the administration at your district.
Please feel free to contact me if you have any questions regarding this study. My contact
information is xxxxx@mail.brandman.edu or by phone at xxx.xxx.xxxx. Additionally,
the research director, Dr. Patricia White, Interim Dean of Education at Brandman
University, is available at xxxxx@brandman.edu to answer any questions you may have.
Your participation would be greatly valued and appreciated.
To begin the survey, please go to: https://www.surveymonkey.com/r/PStrat2019
Sincerely,
Maura E. Murabito
Dean, Career Technical Education and Workforce Development
Cerro Coso Community College
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APPENDIX D
Brandman Participant’s Bill of Rights
BRANDMAN UNIVERSITY INSTITUTIONAL REVIEW BOARD
Research Participant’s Bill of Rights
Any person who is requested to consent to participate as a subject in an experiment, or
who is requested to consent on behalf of another, has the following rights:

1. To be told what the study is attempting to discover.
2. To be told what will happen in the study and whether any of the procedures, drugs or
devices are different from what would be used in standard practice.
3. To be told about the risks, side effects or discomforts of the things that may
happen to him/her.
4. To be told if he/she can expect any benefit from participating and, if so, what the
benefits might be.
5. To be told what other choices he/she has and how they may be better or worse
than being in the study.
6. To be allowed to ask any questions concerning the study both before agreeing to
be involved and during the course of the study.
7. To be told what sort of medical treatment is available if any complications arise.
8. To refuse to participate at all before or after the study is started without any
effects.
9. To receive a copy of the signed and dated consent form.
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adverse

10. To be free of pressures when considering whether he/she wishes to agree to be in the
study.

If at any time you have questions regarding a research study, you should ask the
researchers to answer them. You also may contact the Brandman University Institutional
Review Board, which is concerned with the protection of volunteers in research projects.
The Brandman University Institutional Review Board may be contacted either by
telephoning the Office of Academic Affairs at (949) 341-9937 or by writing to the Vice
Chancellor of Academic Affairs, Brandman University, 16355 Laguna Canyon Road,
Irvine, CA, 92618.
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APPENDIX E
Consent to Record Interview Form

AUDIO RELEASE FORM
Consent To Record Interview
RESEARCH STUDY TITLE: Political Strategies Used By Superintendents To Work
Effectively With The Different Political Styles Of Their Board Members: A Sequential
Explanatory Mixed Methods Study

BRANDMAN UNIVERSITY
16355 LAGUNA CANYON ROAD
IRVINE, CA. 92618
RESPONSIBLE INVESTIGATOR: Maura E. Murabito
I authorize Maura E. Murabito, Brandman University Doctoral Candidate, to record my
voice. I give Brandman University and all persons or entities associated with this study,
permission or authority to use this recording for activities associated with this research
study.
I understand that the recording will be used for transcription services, and the identifierredacted information obtained during the interview may be published in a journal or
presented at meetings and/or presentations. I will be consulted about the use of the audio
recordings for any purpose other than those listed above. Additionally, I waive any rights
or royalties or other compensation arising from or related to the use of information
obtained from the recording.
By signing this form, I acknowledge that I have completely read and fully understand the
above release and agree to the outlined terms. I hereby release any and all claims against
any person or organization utilizing this material.
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___________________________________________

Date:_______________

Signature of Participant or Responsible Party

___________________________________________
Signature of Principal Investigator—Maura E. Murabito
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Date:_______________

APPENDIX F
Informed Consent Form

Informed Consent

INFORMATION ABOUT: Political Strategies Used by Superintendents to Work
Effectively With the Different Political Styles of their Board Members: A Sequential
Explanatory Mixed Methods Study
RESPONSIBLE INVESTIGATOR: Maura E. Murabito, M.Ed.
PURPOSE OF STUDY:
You are being asked to participate in a research study conducted by Maura Murabito,
M.Ed., a doctoral student from the School of Education at Brandman University. The
purpose of this research study is to identify the political styles of exemplary Regional
Occupational Program superintendents and school board members as perceived by the
superintendents. In addition, it is the purpose of this study to identify and explain the
political strategies that superintendents use to work successfully with the different
political styles of their school board members.
This study will fill in the gap in the research regarding the political skills and strategies
necessary for a superintendent to possess. A lack of positive relations with their school
boards can be a contributing factor in superintendent turnover, and thus, lower school
achievement. However, superintendents who build trust and acquire the political skills
necessary to work well with their school boards can enjoy longer tenure, better school
board and community relations, and accomplish the work of moving their district forward
and achieving organizational and student achievement goals. Although there is literature
regarding superintendent longevity and school board relations, there is a lack of studies
relating to the political strategies superintendents could use to better position themselves
and their district for success. This study attempts to fill that gap. This study can
contribute research-based conclusions and recommendations that will assist institutions
of higher education to develop better superintendent preparation programs that include
understanding political influences and strategies.
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By participating in this study, I agree to participate in an individual interview. The
interview will last approximately 60 minutes and will be conducted by in person. In
addition, participants will complete an electronic survey using SurveyMonkey. The
survey will take approximately 20 minutes to complete. Completion of the individual
interview and electronic survey will take place October through November 2019.
I understand that:
a) There are minimal risks associated with participating in this research. I understand
that the Investigator will protect my confidentiality by keeping the identifying codes and
research materials in a locked file drawer that is available only to the researcher.
b) I understand that the interview will be audio recorded. The recordings will be
available only to the researcher and the professional transcriptionist. The audio
recordings will be used to capture the interview dialogue and to ensure the accuracy of
the information collected during the interview. All information will be identifierredacted, and my confidentiality will be maintained. Upon completion of the study all
recordings will be destroyed. All other data and consents will be securely stored for three
years after completion of data collection and confidentially shredded or fully deleted.
c) The possible benefit of this study to me is that my input may help add to the research
regarding coaching programs and the impact coaching programs have on developing
future school leaders. The findings will be available to me at the conclusion of the study
and will provide new insights about the coaching experience in which I participated. I
understand that I will not be compensated for my participation.
d) If you have any questions or concerns about the research, please feel free to contact
Dr. Patricia White (Advisor) at xxxxx@brandman.edu or Maura Murabito (Researcher)
at xxxxx@mail.brandman.edu or xxx.xxx.xxxx.
e) My participation in this research study is voluntary. I may decide to not participate in
the study, and I can withdraw at any time. I can also decide not to answer particular
questions during the interview if I so choose. I understand that I may refuse to participate
or may withdraw from this study at any time without any negative consequences. Also,
the Investigator may stop the study at any time.
f) No information that identifies me will be released without my separate consent and that
all identifiable information will be protected to the limits allowed by law. If the study
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design or the use of the data is to be changed, I will be so informed, and my consent reobtained. I understand that if I have any questions, comments, or concerns about the
study or the informed consent process, I may write or call the Office of the Vice
Chancellor of Academic Affairs, Brandman University, at 16355 Laguna Canyon Road,
Irvine, CA 92618, (949) 341-7641.
I acknowledge that I have received a copy of this form and the “Research Participant’s
Bill of Rights.” I have read the above and understand it and hereby consent to the
procedure(s) set forth.

Signature of Participant or Responsible Party

Signature of Principal Investigator

Date
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APPENDIX G
Researcher’s Interview Script
“My name is Maura Murabito and I am a Dean of Career Technical education and
Workforce Development at Cerro Coso Community College in Ridgecrest, CA. I am a
doctoral candidate at Brandman University in the area of Organizational Leadership. I am
a part of a team conducting research to understand the political styles of superintendents
and identify strategies exemplary superintendents use to work with different political
styles of board members. The nine political styles used in this study are depicted by
White, Fox, and Harvey’s (2016) framework of politically intelligent leadership, which
you have already used in a survey to identify the political styles of your board members.
Political styles, as used in this research, are composed of a set of values, preferences, and
priorities that are reflected in leader behaviors and attitudes in working with individual
board members. Political strategies are actions or methods used to influence the behavior
of others.
I want to thank you for agreeing to participate in this interview on political strategies and
participating in our electronic survey prior to this interview. This interview is intended to
explore further information which you provided in the electronic survey. For your
reference, I am providing you with the matrix of political styles showing where you
placed yourself and your board members and a description of the different political styles
for your reference that you may use at any point during the interview.
Our team is conducting approximately 50 interviews with leaders like yourself. The
information you share, along with the others, will hopefully provide a clear picture of the
thoughts and strategies exemplary superintendents use to work with different political
styles of board members in their organizations and will add to the body of research
currently available.
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The questions I will be asking are the same for everyone participating in the study. The
reason for this is to try to guarantee, as much as possible, that all interviews with
participating superintendents will be conducted in a consistent manner.

Informed Consent
I want to remind you any information that is obtained in connection to this study will
remain confidential. All of the data will be reported without reference to any
individual(s) or any institution(s). For ease of our discussion and accuracy, I will record
our conversation as indicated in the Informed Consent sent to you via email. I will have
the recording transcribed to a Word document and will send it to you via electronic mail
so that you can check to make sure that I have accurately captured your thoughts and
ideas. The digital recording will be erased following review and approval of the
transcription.
Did you receive the Informed Consent and Brandman Bill of Rights I sent you via email?
Do you have any questions or need clarification about either document? If so, would you
be so kind as to sign the hard copy of the IRB requirements for me to collect?
We have scheduled an hour for the interview. At any point during the interview, you
may ask that I skip a particular question or stop the conversation altogether.
Do you have any questions before we begin? Okay, let’s get started, and thanks so much
for your time.

Questions
To ensure validity and reliability in our data collection, I will repeat some questions for
each of the styles you have identified on your Board.
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Strategies and Styles
1. Board Member (#). has a style identified as ____________. Can you share a story
about a time when this Board Member demonstrated some of the characteristics of
this style?
○ ALTERNATE: Board Members #__ and #__ have been identified as
_________. Can you share a story about a time when Board Member #__
demonstrated some of the characteristics of this style and then share a
story for Board Member #__?
2. What strategies did you use to work with this style?
Conflict and Strategies
3. On occasions that posed a potential conflict with this Board Member, either with
you or other Board Members, what strategies did you use before, during or after
the conflict?
Effectiveness
4. What strategies did you use that were not effective with this Board Member?
Effective Political Strategies
5. Having worked with this Board Member through different governance issues,
what would you say is the most effective strategy you have used to reach a
successful outcome?

After you have asked questions about each board member:
1. You identified your political style as _____________. What have you learned
about your own political style in working with your Board?
2. What are the strategies that have worked extremely well with all the Board
Member styles?
3. What are the strategies that are only effective with certain Board Member styles?
4. Are there any other ideas you have about strategies you have used with your
Board that you would like to share?

179

Interview Prompts:
1.
2.
3.
4.
5.
6.
7.
8.

“What did you mean by …”
“Do you have more to add?”
“Would you expand upon that a bit?”
“Why do think that was the case?”
“Could you please tell me more about …”
“Can you give me an example of …”
“How did you feel about that?”
“Why do you think that strategy was so effective?”

Political Styles (White et al., 2016)

180

Political Style Definitions
The following section defines terms as they are used in this study. These terms were
collaboratively developed by a team of peer researchers studying political styles and
strategies of superintendents, as noted in the Preface. The definitions are organized
around the nine political styles matrix based on initiative and interest. The styles are
listed as self-interest, blended interests and organizational interest for each level of
initiative: passive, engaged and assertive.

Passive Political Styles
Analyst. Analysts are passive and oriented toward self-interest over organizational
interest. They are primarily focused on tasks over relationships and will seek evidence,
proof, and detailed analysis before risking a change (Bolman & Deal, 1991; Boulgarides
& Cohen, 2001; DeLuca, 1999; Rowe & Boulgarides, 1992; White et al., 2016).
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Adaptor. Adaptors are pragmatists who generally support organizational changes and
team decisions, provided they do not perceive personal risk. An adaptor is one who
presents a passive, cooperative political style balanced between self-interest and
organizational interests (Bobic, Davis, & Cunningham, 1999; Church & Waclawski,
1998; Kirton, 1976; White et al., 2016).

Supporter. Supporters are characterized as risk-averse, selfless, and passive devotees,
backers, or advocates of the organization’s visions and goals. Supporters seek harmony
and hesitate to take sides, though make decisions and provide resources that align with
the organization’s goals (CSBA, n.d.; DeLuca, 1999; White et al., 2016).

Moderately Engaged Political Styles
Planner. Planners demonstrate modest initiative in political ventures and are typically
focused on self-interests rather than organizational interests. Planners gather and analyze
data for potential personal risks, putting constraints on decision-making (Hackman, 2002;
Hackman & Wageman, 2005; White et al., 2016).

Balancer. Balancers blend self and organizational interests. Focused on the prevention
of disequilibrium, balancers use their knowledge of the organization’s culture to
diplomatically shift their support, when needed to maintain stability, harmony, and
equanimity (Sheehan, 1989; White et al., 2016).
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Developer. Developers work behind the scenes to coach or challenge others to build
skills that can positively advance organizational interests to which they are fully
committed. Developers exhibit a high level of self-awareness of their own knowledge
and skill (DeLuca, 1999; Goleman, 2000; Rath, 2007; White et al., 2016).

Assertive Political Styles
Challenger. Challengers are characterized by self-interest, assertive behavior and
confidence in their own vision, ideas, and goals, which inspires a strong desire to lead
and make decisions quickly. Challengers see themselves as movers and shakers,
efficient, politically strategic, aggressive, and willing to confront the views of others in an
attempt to influence outcomes (DeLuca, 1999; Jasper, 1997; Meyer, Jenness, & Ingram,
2005; Polletta, 2004; White et al., 2016).

Arranger. Arrangers use a political style in which they are assertive in pursuing their
goals that are a blend of both organizational priorities and their own self-interests. They
build a power base by connecting with many people. Arrangers will take risks to advance
their goals and are strategic in combining resources (DeLuca, 1999; Effelsberg, Solga, &
Gurt, 2014; White et al., 2016).

Strategist. Strategists are visionary, open to new ideas, and collaborative. They
empower others and model the organization’s values. Supporting organizational interests
over self-interests, they strategically use a variety of approaches to propose new
initiatives, engage diverse stakeholders, elicit commitment and make purposeful
decisions (DeLuca, 1999; Dergel, 2014; White et al., 2016).
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APPENDIX H
Participant Copy of Interview Questions
Questions
To ensure validity and reliability in our data collection, I will repeat some questions for
each of the styles you have identified on your Board.
Strategies and Styles
2. Board Member (#). has a style identified as ____________. Can you share a story
about a time when this Board Member demonstrated some of the characteristics of
this style?
○ ALTERNATE: Board Members #__ and #__ have been identified as
_________. Can you share a story about a time when Board Member #__
demonstrated some of the characteristics of this style and then share a
story for Board Member #__?
3. What strategies did you use to work with this style?
Conflict and Strategies
4. On occasions that posed a potential conflict with this Board Member, either with
you or other Board Members, what strategies did you use before, during or after
the conflict?
Effectiveness
5. What strategies did you use that were not effective with this Board Member?
Effective Political Strategies
6. Having worked with this Board Member through different governance issues,
what would you say is the most effective strategy you have used to reach a
successful outcome?
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After you have asked questions about each board member:
5. You identified your political style as _____________. What have you learned
about your own political style in working with your Board?
6. What are the strategies that have worked extremely well with all the Board
Member styles?
7. What are the strategies that are only effective with certain Board Member styles?
8. Are there any other ideas you have about strategies you have used with your
Board that you would like to share?
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APPENDIX I
Pilot Test Participant Feedback Instrument

Field-Test Participant Feedback Questions
While conducting the interview you should take notes of their clarification request or
comments about not being clear about the question. After you complete the interview ask
your field-test interviewee the following clarifying questions. Try not to make it
another interview; just have a friendly conversation. Either script or record their
feedback so you can compare with the other two members of your team to develop your
feedback report on how to improve the interview questions.

1. How did you feel about the interview? Do you think you had ample opportunities
to describe what you do as a leader when working with your team or staff?
2. Did you feel the amount of time for the interview was ok?
3. Were the questions by and large clear or were there places where you were
uncertain what was being asked?
4. Can you recall any words or terms being asked about during the interview that
were confusing?
5. And finally, did I appear comfortable during the interview… (I’m pretty new at
this)?
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APPENDIX J
Pilot Test Observer Feedback Instrument
Field Test – Observer Feedback
Conducting interviews is a learned skill set based on experience and feedback. Gaining
valuable insight about interview skills and affect with the interview will support the
collection of data gathering when interviewing actual participant. As the interview
observer you should reflect on the questions below after the interview is finished. You
should provide independent feedback at the conclusion of the interview field test. As
observer you should take notes that will assist the interviewer to be successful in
improving their interview skills.
1. How long did the interview take? _______Did the time seem appropriate?
2. Did the interviewer communicate in a receptive, cordial, and encouraging
manner?
3. Was the introduction of the interview friendly with the use of commonly
understood language?
4. How did the interviewee feel during the interview?
5. Was the interviewer prepared and relaxed during the interview?
6. Did the interviewee understand the interview questions or did they require
clarification?
7. What parts of the interview went smoothly and why?
8. What parts of the interview seem to struggle and why do you think that was the
case?
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9. Did the interviewer maintain objectivity and not interject value judgements or
lead the interviewee?
10. Did the interviewer take opportunity to discuss or request artifacts that support the
data gathered from the interview?
11. If you were to change any part of the interview, what would that part be and how
would you suggest changing it?
12. What suggestions do you have for improving the overall process?
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APPENDIX K
Pilot Test Participant Reflective Feedback Form

Interview Feedback Reflection Questions
Conducting interviews is a learned skill set/experience. Gaining valuable insight about
your interview skills and affect with the interview will support your data gathering when
interviewing the actual participants. As the researcher you should reflect on the questions
below after completing the interview. You should also discuss the following reflection
questions with your ‘observer’ after completing the interview field test. The questions are
written from your prospective as the interviewer. However, you can verbalize your
thoughts with the observer and they can add valuable insight from their observation.

1.

How long did the interview take? _____ Did the time seem to be appropriate?

2. How did you feel during the interview? Comfortable? Nervous?
3. Going into it, did you feel prepared to conduct the interview? Is there something
you could have done to be better prepared?
4. What parts of the interview went the most smoothly and why do you think that
was the case?
5. What parts of the interview seemed to struggle and why do you think that was the
case?
6. If you were to change any part of the interview, what would that part be and how
would you change it?
7. What suggestions do you have for improving the overall process?
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APPENDIX L
Researcher NIH Certificate
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APPENDIX M
Brandman University Institutional Review Board Approval

Friday, October 25, 2019
Dear Maura Murabito,
Congratulations, your IRB application to conduct research has been approved by the
Brandman University Institutional Review Board. This approval grants permission for
you to proceed with data collection for your research. Please keep this email for your
records, as it will need to be included in your research appendix.
If any issues should arise that are pertinent to your IRB approval, please contact the IRB
immediately at BUIRB@brandman.edu. If you need to modify your BUIRB application
for any reason, please fill out the "Application Modification Form" before proceeding
with your research. The Modification form can be found at the following link:
https://irb.brandman.edu/Applications/Modification.pdf.
Best wishes for a successful completion of your study.
Thank you,
Doug DeVore, Ed.D.
Professor
Organizational Leadership
BUIRB Chair
xxxxx@xxxxx.xxx
www.brandman.edu

191

